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Police officers are trained to be strong mentally and physically in police training 
centre for about six to nine months training period. The purpose of this training is 
to transform an ordinary common man to a fit and engage with their police 
job. There are many reasons contribute to work engagement toward their policing 
job. There is an increasing concern with stress within the workplace, which can 
give negative or positive contribution to the work engagements. The main 
objective of this research is to identify nature factor which affecting work 
engagement among police officers in Pahang contingent through data 
analysis. Apart from that to study the work engagement among police officers in 
Pahang contingent involved operational stress, organization stress around 
study. The current studies focused on identifying the relationship between 
occupational stress such as organisational stress and operation stress and the 
impact toward work engagement in policing job among 329 police officers 
specifically at Pahang contingent. Data are collected from 329 inspectors and the 
data are analysis using SPSS version 21 in researching the factors that influence 
work engagement among 329 police officers Pahang contingent state. This study 
found that operational stress sig. 0.002 (p<0.05) and organizational stress sig. 
0.001 (p<0.05) are influence job engagement among police officers in Pahang 
contingent. This occupational stress also gives negative impact toward the job 
engagement among the police officers in Pahang contingent. 
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Pegawai polis dilatih untuk menjadi kuat dari segi mental dan fizikal di pusat 
latihan polis selama kira-kira 6 hingga 9 bulan dalam tempoh latihan. Tujuan 
latihan ini adalah untuk transformasikan seorang seseorang individu dari kalangan 
orang awam kepada seorang pegawai polis yang baik, tegas , berdisiplin dan 
berintergiriti tinggi dan komitmen dengan kerjaya kepolisan. Sepanjang tempoh 
perkhidmatan, mereka akan mengendalikan pelbagai situasi yang memerlukan 
mereka untuk berdikari dalam tugasan mereka untuk memberikan perkhidmatan 
cemerlang  kepada masyarakat dan negara. Oleh yang demikian mereka perlu 
sentiasa bersiap sedia secara mental dan fizikal yang untuk melaksanakan tugasan 
mereka sepertimana ditetapkan oleh pucuk kepimpinan Polis Diraja Malaysia dan 
juga sepertimana yang diperuntuhkan dalam undang-undang negara. Sepanjang 
tempoh perkhidmatan mereka acap kali terdedah kepada pelbagai cabaran dalam 
melaksanakan penugasan mereka samada cabaran dalaman dan cabaran luaran 
yang kemungkinan besar boleh memberi impak kepada minat mereka terhadap 
kerjaya polis ini. Kajian ini dibuat keatas 329 pegawai kanan polis khususnya di 
negeri Pahang. Kajian ini mengunakan pendekatan data analisis yang dikumpul 
daripada 329 pegawai kanan polis. Kertas kajian ini mendapati tekanan kerja yang 
dialami dari segi operasi sig. 0.002 (p<0.05) dan organisasi sig. 0.001 (p<0.05) 
yang dialami oleh pegawai-pegawai polis diatas mempengaruhi minat dalam 
kerjaya mereka di kontijen Pahang. Tekanan kerja ini turut memberi impak 
negatif terhadap minat pegawai tersebut dalam menjalankan tugasan mereka. 
 
Kata kunci: tekanan kerja semasa dari operasi, tekanan kerja dari organisasi , 
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1.1 Background of Study 
 
The Royal Malaysia Police (RMP) and in Malay known as Polis Diraja Malaysia 
(PDRM), is a leading law and enforcement agency in Malaysia. The force is a 
centralised organisation in Malaysia. Its headquarters are located at Bukit 
Aman, Kuala Lumpur. The police force is led by an Inspector-General of 
Police (IGP). The current IGP is Datuk Seri Abdul Hamid Bador. The 
constitution, control, employment, recruitment, funding, discipline, duties and 
powers of the police force are specified and governed under Police Act 1967. In 
carrying out its responsibilities, the regular RMP is also assisted by a support 
group of Extra Police Constables, Police Volunteer Reserves, Auxiliary Police, 
Police Cadets and a civilian service element.  
 
Royal Malaysia Police (RMP) has ten main departments. This department have 
their own function and are the core elements of Royal Malaysia Police force in 
overall to serve the national and people.  The Royal Malaysian Police (RMP) 





Table 1.1: Royal Malaysia Police Departments 
Department Branches 
Management  1. Administration 
2. Welfare 
3. Training 
4. Research & Development 
5. Services / Designation 
6. Public Affairs 
7. Public Relations 
8. Intake 
9. Ceremonies 
10. Camp Commandant 
11. RMP Sports Council 
Crime Investigation  1. D1 – Administrative Division 
2. D2 – Criminal Record Registration 
Division 
3. D3 – Anti-Human Trafficking / 
Migrants Smuggling Prevention 
Division 
4. D4 – Operation / Intelligence / 
Records Divisions 
5. D5 – Prosecution and Law Divisions 
6. D6 – Technical Assistance Division 
7. D7 – Gambling / Vice / Secret 
Societies Prevention Division 
8. D8 – Investigation / Planning 
Division 
9. D9 – Special Investigation Division 
10. D10 – Forensic Laboratory Division 
11. D11 – Sexual / Domestic Violence / 
Child Abuse Investigation Division 
12. D12 – National Centre Bureau-
Interpol Division 
13. D13 - Databank DNA Division 
14. D14 - Organized Crime 
Investigation Division 
 
Narcotics Criminal Investigation 
Division 
 
Investigation and Strike Operation 
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There are 17 ranks in Royal Malaysia Police force, and it’s divided into 2 
category officers known as group of Senior Officers and Rank and File officers. 
The brief explanation about the police rank and categories are as per below table:   
 





Inspector-General of Police (IGP) 
Deputy Inspector-General of Police (DIG) 
Commissioner of Police (CP) 
Deputy Commissioner of Police (DCP) 
Senior Assistant Commissioner of Police 
(SAC) 
Assistant Commissioner of Police (ACP) 
Commercial Crime Investigation and Strike Operation 
Special Branch Intelligent  
  
General Operation Force Police Counter–Terrorism Units 
Pasukan Gerakan Khas- Commando 
Marine Combat Unit 
Federal Reserve Unit  
Crime prevention and Community 
Policing 
Crime prevention and Patrolling 
Traffic Department Traffic control and Very Important 
Person (VIP Escort) 
Integrity and Standard Investigation and Prevention on wrong 
doings among police officers 
Strategic Resources & Technology 
Department 




Superintendent of Police (SUPT) 
Deputy Superintendent of Police (DSP) 
Assistant Superintendent of Police (ASP) 
Inspector (Insp) 
Probationary Inspector (P/Insp) 
Rank and File Officers 
Non-commissioned officers 
Sub-Inspector (SI) 








As per mention earlier Centre of police administration are in Bukit Aman Kuala 
Lumpur and controlling all the police contingents which located in fourteen states. 
Apart from that overall in every state there are Police Headquarters, which known 
as Police Contingents. This Police Contingent are controlling all policing 
activities in the district which located state. Table 1.3 briefly explaining about the 
15 police headquarters which controlling the Police Districts Headquarters under 
























Bukit Aman Royal Malaysia Police  
Johor Contingent Police Headquarters 
Kedah Contingent Police Headquarters  
Kelantan Contingent Police Headquarters  
Kuala Lumpur Contingent Police Headquarters 
Melaka Contingent Police Headquarters  
Negeri Sembilan Contingent Police Headquarters  
Pahang Contingent Police Headquarters  
Perak Contingent Police Headquarters  
Perlis Contingent Police Headquarters  
Pulau Pinang Contingent Police Headquarters  
Sabah Contingent Police Headquarters  
Sarawak Contingent Police Headquarters  
Selangor Contingent Police Headquarters  
Terengganu Contingent Police Headquarters  
 
 
These researches focus on the job engagement level of police officers the rank of 
Inspectors in Pahang or Pahang Contingent which influence by organisational and 
operational stress.Work engagement among the police officer are surrounding by 
many challenges and work pressure, which might give a negative or positive 
impact to the officer work commitment. There are many situations can affect 
police officers work engagement while they carry out their duties, this studies to 
identify what are the elements and the elements contributions toward police 
officer work engagements. 
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Policing job are associate degree occupation with some peculiar 
characteristics that may cause work stress, and policing job is among the 
tiring jobs in Malaysia. Shaiful Azlan K, Rosnah and Mohd Rizal A.M (2017). 
The reasons for stress are negative operating atmospheres, lengthy 
operating hours, time lacks for family, irregular or improper eating habits, the 
need to choose drastic action terribly quickly, sleepless nights, poor 
living conditions, problems with senior officers, inadequate time for leisure 
activities, difficulties in personal life (Sharma, 2013).  
 
Oweke, Muola, & Ngumi, (2014) found that occupational stress is associated with 
several adverse organizational outcomes and many studies consistently found that 
the highest of occupational stress lead to lowers of job satisfaction. This finding is 
important factor for any kind of organization especially police because low job 
satisfaction leads to poor commitment, inferior outcome, and an increased 
likelihood of resignation. Stress among policemen may present in the forms of 
fatigability, depression, difficulty to concentrate, irritability and impulsive 
behavior. Negative stress impact to the physical health of police personnel is not 






In overall this study to identify how far the work engagement among poling 
officers in Pahang state are effect by the occupational stressor such as operational 
and organisation stress which facing by the cops in their daily work life and 
family life. 
 
1.2 Problem Statement 
 
According’ to Inspector General Police (IGP) Royal Malaysian Police, Tan Sri 
Mohamad Fuzi Harun says around 2,446 of the 5,000 policemen who leave the 
force in October 2018 and opted for early retirement from the force. IGP added 
that this early retirement is having an adverse impact on the police force because 
it’s losing high-ranking staff as well as experience people in the force (Malaymail 
November 2018). According to IGP, Mohamad Fuzi Harun, he explained that the 
police department tries to identify the core or the roots cause for this early 
retirement among his police personal. However, he said for now they manage to 
identify the main two reason for early retirement, one is stress while carrying out 
their duty and the other are health issue (The Star, November 2018). 
 
The Royal Malaysian police (RMP) have founded a special committee at Bukit 
Aman to seem into why its employees are choosing early retirement, the Senate 
was told nowadays. According to the former Deputy Home Minister Datuk Mohd 
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Azis Jamman, as of October 2018, 169 senior cops and 259 junior PDRM officers 
had applied for early retirement. (Borneo Post Online, December 2018) 
 
Malaysian police also are exposed to cross-boundaries violence. for instance, in 
2013, 5 policemen were killed in associate degree ambush by armed intruders 
from Philippines in Semporna, Sabah (Mohd Asrun Mustaffa, 2013). Later, 
marine police officers were killed, and one was seized by trespassers within the 
same state (Berita Harian,2014). Likewise, in 2009, 205 compensation claims for 
occupational-related deaths and 98 compensation claims for occupational related 
injuries with permanent disabilities we lodge by police enforcement officials 
(Royal Malaysian Police, 2010). These danger elements in police occupation can 
also cause occupational stress to the policemen. For instance, they need to always 
be cautious and be vigilant in order to safeguard their selves and their teammates 
while carrying out duty and effect the job engagement among the officers. 
 
Stress within the workplace is proven to be increasing over the years. Among the 
occupations around, the police workforce has been widely acknowledged by most 
scholars as a challenging, demanding and pose negative damaging’ effects to the 
individual itself’ and the organisation. As crime number increases in the country 
(Bernama, 2017;’ Syazwan, 2017), pressure and stress increase as well and this 
contributes as one’ of the factors that have an impact among these law enforcers. 
The policemen are exposed daily to positive and negative’ stimuli, either internal 
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or external, that can be the reason of stress to trigger. (Fermino, Iautert & Ascari, 
2018). 
 
Policing has been considered as the most stressful occupation by a wide-ranging 
analysis (Gu l, 2008 &’ Delice, 2011; Shane 2010). Police officers are exposed to 
a high risk of assorted’ stress-induced physical health issue (Gul & Delice, 2011; 
Lagestad& Van den Tillaar,’ 2014; Randal & Buys, 2013; Summerlin,’ Ohme, 
Stern, &Valentine, 2010). Nevertheless, (Monzoni’ and Eisner 2006) has 
acknowledge that connection among police officers’ occupational stress and their 
general job performance still requires a lot of study to been adequately proven.  
 
Working pressure either in the form of role’ ambiguity, role-conflict and role 
overload is difficult to steer clear of by any employee. The inability of employees 
to handle work pressure will reduce their ability to maintain the quality of the 
job. Although this issue has been studied the role of occupational stress as an 
important predictor variable are often neglected in the study of organisational 
stress literature.  
 
Demands of work varied, different opinions and orders that do not match from the 
top have increased the pressure on workers and this can’ reduce the level of their 
physical besides psychological health. Third, the burden of the role played an 
important role as predictor variables of police officers. Work that is beyond 
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employee capacity  and increase the amount of work that a lot has been increasing 
pressure on workers and this situation cannot help them increase the level of 
physical and psychological health and reduce their work qualities (Nur Izzaty 
Mohamad, Azman’ Ismail, Mohamad Shahril Azwan Mohamad Rozie and’ 
Sholihien Ahmad, 2015) 
 
1.3 Research’ Questions 
 
In line with the aim of this’ study, the subsequent analysis queries square 
measure’ developed. 
 
1.3.1 What is the level of work’ engagement among police officers in Pahang? 
1.3.2 What is the significant’ relationship between work engagement and 
operational stress factors toward among police officers in Pahang? 
1.3.3 What is the significant relationship’ between work engagement and 
organisational stress factors among police officers in Pahang? 
1.3.4 How work engagement among police officers in Pahang are affected by 







1.4 Research’ Objectives  
 
Based on’ the idea mentioned above, subsequent objectives were made for the 
effective conduct’ of the study. 
 
1.4.1 To indicate the level of work engagement among police officers in Pahang.  
1.4.2 To indicate the relationship between work engagement and operational 
stress factors among police officers in Pahang. 
1.4.3 To indicate relationship between work engagement and organisational 
stress factors among police officers in Pahang. 
1.4.4 To indicate the effects on work engagement among police officers in 
Pahang due to operational and organisational stressor at workplace. 
 
1.5 Scope and Limitations’ of the study 
 
In this research, there are many limitations challenged the researcher. The 
limitations are time constraint’ to carry out the survey to spot factors influence 
work engagement among police officers in Pahang contingent. It occurred once 
the researcher wasn't ready to commit with the time offer to settle down the task 
due to work precedence and daily working commitments. In addition, the study 
was conducted solely restricted to 329 police officers in Pahang contingent. Then, 
around are a number of them don't give full commitment’ and cooperation 
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throughout the study conducted. This study might be extended by making 
comparison’ towards the other position of cops to analyse the factors that 
influence their work engagement. Thus, this study may be discussed additional 
because of the enough data. For the analysis which using this type of method, data 
is important to get the particular output and analyse the info to check the research 
is significant’ toward the overall research. 
 
The respondent in this research are from different working environment, internal 
department regulation, working culture and differences’ in geographical working 
place for an example Pahang Contingent, Police’ district headquarters like 
Kuantan, Temerloh, Bentong are geographically located at developing town and 
tourism spot. Police district headquarters like Maran, Pekan, Jerantut, Bera, Lipis 
and Raub are in small and mid-developing area. Police district headquarters for 
Cameron Highlands located in tourism, plantation and hill station area. The 
occupational stress level of the police personals is depending on the crime rate 
based on the district development and population and it’s differed from each 
other’s. Apart from these, a political pressure from current political activities and 
situation at the district contributes to occupational stress to police personnel which 




For the analysis which using this type of method, data is important to get the 
particular output and analyse the info to check the research is significant’ toward 
the overall research. The primary limitations of’ the present study is that the data’ 
are to be collected from police officers who are working under Police Pahang 
Contingent from 11 district and police officers who works in headquarters Pahang 
Contingent. This police officers are working in different district in state of Pahang 
, at the same time they are also from different department, which means different 
wing of investigation such as  Crime investigation’ department, Narcotic crime 
investigation’ department, Commercial crime investigation’ department , Traffic 
comes law and order departments, Special branch, Management and 
administration, Discipline and integrity monitoring department, Logistic 
administration department. There are from variance job scope like Investigation, 
Intelligent and operation, law and enforcement, Community policing as per 
instructed by the top management of Royal Malaysian Police. 
 
1.6 Definition of Term 
 
1.6.1 Work Engagement 
 
Describe work commitment as’ a positive, satisfying, business interrelated 
perspective that is portrayed’ by force, devotion, then assimilation. Vigour 
alludes on abnormal amounts of vitality and mental’ versatility while 
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working, the readiness to put exertion in one's work, and determination 
notwithstanding troubles. Schaufeli’ et al. (2002b, p. 74) 
 
1.6.2 Operational Stress 
 
The Operational stress is described as much the job conditions effect 
whereby, the worker experienced the feeling concerning trouble and 
difficulties up to expectation arise from the differences in accessible 
resources, yet worker work demands. (Md. Lazim, Hadziroh, & Mohd 
Hafiz, 2017) 
 
1.6.3 Organisational Stress 
 
Organisational or Hierarchical stressors include the work atmosphere,’ 24 
hours obligation, at the same time, the’ agencies that fall under the 
exercise placing (otherwise known as authoritative stressors) classification 








1.7 Organisation’ of the Thesis 
 
This research to accomplished of the’ research about the influence of operational 
stress and organisational stress on work engagement among POLICE OFFICERS 
Pahang Contingent, this research had organized into five chapters and the 
arrangement are as below:  
 
Chapter 1:  Briefly discusses the introduction, statement’ of the problem, 
significance of the study, objective, and’ limitations of the study and organisation 
of chapters. 
 
Chapter 2:  This chapter mainly focuses on the reviews from’ relevant 
literature from various researchers’ in the past and from reading material which 
related news article to justifies the selection of both independent variables; 
Organisation stress and operation stress and depended variable; work 
engagement’ of the study. The conceptual framework and the hypothesis of the 
studies are had constructed and examines at the end of this chapter. 
 
Chapter 3:’  Chapter provided research methodology’ adopted by the researcher 
for the effective conduct of the study, research’ design, data collection tools and 




Chapter 4:’ Summarizes the findings of the study,’ analysis and interpretation 
of data collected from the respondents which currently working as a police 
inspector in Pahang Contingent. 
 
Chapter 5:  This Chapter more to suggestions, conclusions and 

























At this section, written works importance to this examination degree has been 
investigated and clarified. Sekaran (2003) expressed that a literature review is a 
documentation of the comprehensive reviews from the distributed work or 
published work and is gotten from the sources of information data accumulated in 
the subject of the researchers. This chapter focuses on the various literature review 
about the work engagement stress, occupational stress, operational stress and 
organisational stress. 
 
2.2 Dependent Variable: Work’ Engagement  
 
Work engagement is usually outlined as “a positive, fulfilling, work-related state 
of mind that's characterised by vigour, dedication, and absorption” (Schaufeli, 
Salanova, González- ‘Romá, & Bakker, 2002; Bakker, Tims, & Derks, 2012). As 
understood in its definition, engagement represents three separate dimensions. 
Vigour will be outlined as high levels of’ energy and stamina staff could exhibit’ 
on the work. The second’ dimension, stands’ characterised thru people World 
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Health Organisation are extremely four concerned in their work’ and knowledge 
in way of which means, passion,’ and challenge (Sweetman & Luthans, 2010). 
The third characteristic of engagement will be outlined as state of being absolutely 
engrossed’ in one’s job, whereby time passes quickly,’ and one has issue 
separating oneself’ from work. It's believed engaged’ staff ready to avoid those 
incidents that are’ less engaged, for the most part as a result of the; Produce their 
job and private resources (e.g., supervisory support);’ Expertise positive 
emotions’ (e.g., enthusiasm, happiness); psychologically besides physically 
healthier (Bakker, 2008). 
 
Job demands that refer to’ aspects of the work that require physical’ or mental 
effort might have a negative’ impact on work engagement. Whereas job’ 
resources that has aspects of the work that may facilitate accomplish’ work goals, 
cut back job demands or stimulate personal growth could support this association. 
Additional concluded explicit that’ once organisation provides adequate job’ 
resources, employees engagement is will increase, whereas once job demands 
increase, burnout will increase. According to Caponetti (2012) that job 
satisfaction are rewards and recognition were can be input for ’vigour, dedication, 
and absorption. Engaged workers are loyal’ and psychologically’ committed to 




The disengaged workers tend to distance themselves from’ their work roles and to 
withdraw from this work’ (Koyuncu, Burke, & Fiksenbaum, 2006). Therefore, 
work’ engagement is a very important’ issue at intervals any’ organisation, and 
additional specifically’ at intervals occupations’ (Meyers & Simpson, 2008). 
Particularly since these workers act with numerous social systems at intervals the 
organisation’ and show the bottom level’ of labour engagement (Cooper & Burke, 
2008).  Some researchers agree that job engagement not solely facilitate within 
the’ decrease’ of perceived levels of activity stress,’ however, conjointly brings 
regarding structure besides money success through a rise in worker motivation’ 
and organisational commitment (Schaufeli & Bakker, 2004). 
 
Work engagement is’ considered as the positive contrary of burnout (Schaufeli 
2002, Maslach and Leiter 1997; Maslach 1996, 2001). In particular, Schaufeli’ 
(2002) characterize work engagement as’ a positive, satisfying, business linked 
perspective is portrayed by force, devotion as well assimilation.'' Vigour alludes 
toward abnormal amounts of vitality and mental versatility while working, the 
readiness to put exertion in’ one's work, and determination nevertheless 
difficulties. Commitment is’ portrayed by a feeling of hugeness, energy, 
motivation, pride, and test. Absorption alludes to being completely focused and 
profoundly engaged in one's’ work and is described through time passing fast and 
challenges in separating oneself’ from work. As per an ongoing survey, work 
engagement or commitment is emphatically related, for example, with mental and 
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psychosomatic wellbeing, natural inspiration viability convictions, uplifting 
frames of mind towards work and the association, and superior (Schaufeli & 
Salanova, 2007). Furthermore,’ Schaufeli (2002b, p.74) characterize’ work 
engagement as a moderately steady perspective: ''as opposed to a passing and 
explicit state, commitment alludes to an increasingly determined and unavoidable 
full of feeling intellectual express that isn't cantered around a specific article, 
occasion, individual, or conduct.'' Thus, work commitment is viewed as steadier 
than business related feelings (e.g., mollified, eager, merry; see Warr 1990), but 
less steady than identity attributes, for example,’ the Big Five (for the 




Stress as a relationship’ between the person and so the atmosphere that's appraised 
by the person as significant or exceptional’ individual resources and endangering 
individual eudaemonia (Md. Lazim,’ Hadziroh, & Mohd Hafiz, 2017). Stress as a 
general rubric used to explain amendment’ or impact in physiology caused’ by 
environmental stimuli and psychological’ mediation (Violanti, Charles, 





 Walt (1996), describe 3 forms of stress; Distress and Eu stress. Neustress is 
impartial pressure; excitement is neither unsafe nor accommodating on the psyche 
or body. At the purpose once excitement is too high or excessively low, bother 
follows conveyance concerning harm to mind and body. Regular misery 
indications incorporate; trembling hands, tight shoulders, tension, poor fixation, 
discouragement, bubbly reasoning, quickened discourse, touchiness, negligence, 
rudeness’ and short temperateness’. These indications fill in as notice that 
something isn't right and may be changed. Misery is some things to remain far 
from at no matter point conceivable. 
 
Stress is a positive pressure or accommodating excitement that advances well-
being, vitality, fulfilment and pinnacle execution. Stress is useful in causes to 
react rapidly, accommodatingly and physically’ in crises furthermore plan used 
for danger. World Health’ Organisation (2005) classifies worry as indicated by 
their notice signs; social, physical, intellectual and passionate. The physical side 
effects incorporate; Headaches or spinal pains, muscle pressure and firmness, 
looseness of the bowels or stoppage, sickness, unsteadiness, sleep deprivation, 
chest torment, weight gain, fast heartbeat, skin breakouts (dermatitis), loss of sex 
interest. A portion of social side effects incorporate; eating’ pretty much, 
excessively or too little rest, disconnecting yourself from others, lingering, 
ignoring duties and utilizing liquor, cigarettes, or medications to unwind. 
Instances of psychological side effects are memory issues, hesitation, failure to 
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focus, inconvenience thinking unmistakably and misguided thinking. 
Grouchiness, disturbance, fretfulness, touchiness, fractiousness, anxiety and 
powerlessness to loosen up fall under passionate side effects classification. 
 
2.4 Occupational Stress in Workplace 
 
The universe of work these days varies imposingly from the work of thirty years 
back. Longer hours at work aren't irregular, visit changes in workplace and 
structure that all cause a lot of distinguished closeness and dimensions of pressure 
ways in which (Fotinatos, Ventouratos, & Cooper 2005). Operation setting 
emerges as wellspring of stress fully because of the live of your time that's spent 
within the setting (Erkutlu & Chafra, 2006). A stress may be an inescapable result 
of contemporary living. Stress is a state strain that has immediate relating feelings, 
manner of thinking, welfare and physical states of a personal (Jayashree,’ 2012).  
 
As per Beheshtifar’ and Nazarian (2013), push stands significantly extra typical in 
representatives at minor dimensions work environment progressive systems, 
where they’ have less power over their work circumstance. Stress has been 
characterized in various routes throughout the years. Initially, it was considered as 
weight from the earth, at that point as strain inside the individual (Kazmi, Amjad, 
& Khan, 2008).  
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The for the most part acknowledged definition’ today is one of the collaborations 
between the circumstance and the person. Clancy (1995), puts together the 
meaning of worry with respect to upgrade, which could be a condition, and 
reactions which is the body’s’ psycho-physiological reactions to ecological 
pressure. As indicated by Banyard (2002), push is characterized as a condition’ 
that outcomes when around is an apparent error among an individual and 
condition exchange. 
 
McGrath’ (1992), characterized it as an’ unevenness amongst what is expected an 
individual and what he or she is fit for giving, under conditions’ where 
disappointment may have critical outcomes. Word related pressure is 
characterized as the reaction individuals may have when given’ work requests and 
weights that are not coordinated as far as anyone is concerned and capacities’ and 
which challenge their capacity to adapt. From every one of the’ definitions, stretch 
is by all account’s socio-psycho-physiological marvels. Studies have appeared 
delayed introduction to push influences the employees? physical and mental well-
being just as their frames of mind towards the association that utilize them 







2.5 Independent Variable 1: Operational Stressors’ 
 
Occupational stress’ characterized and portrayed as the work circumstances 
results whereby the employee encountered the feeling of’ inconvenience and 
trouble that emerged from the differences between available’ resources and 
employee job demands (Md. Lazim, Hadziroh, & Mohd’ Hafiz, 2017). Police 
workforces are among one of the focused when it comes to stressed teams within 
the community. They are deemed as a team that is experiencing a lot of stress’ at 
every stage of their lives than ever before (Ranta, 2012).  
 
Police Stress is not only giving negative impact towards his or her physical health; 
but even worrying it can impact that will effect over to their friends,’ family, 
colleagues, organisation besides community (Yun, Kim, Jung, & Shahin 2013). 
Violanti (2016); discovered that’ stress reasons or stressors can be categorized 
into two general categories: job content and job context. Work shifts,’ overtime, 
traumatic events’ and threats to physical’ and psychological health are stress that 
arises from job content. On the other hand, stress that comes from’ job context, 
are more of the characteristics of the organisation’ and behavior of the who’ turn 





Maran, Zedda and Varetto (2018) defined’ operational stressors (or job content) as 
any persistent psychological difficulty’ that’ is derived from operation duties that 
are performed as part of the job. According’ to Yun, Kim, Jung and Shahin 
(2013), these two categories are then further sub-divided’ into different clusters. 
The identified clusters are as follows. 
 
2.5.1  Element of Danger 
 
Policing job are the ultimate dangerous occupation in’ modern-day 
frequent society. However, despite the entireness, it contains universal 
involvements with unfriendly and brutal’ people and situation (Mashego & 
Radebe, 2015). Threat pierces policing and it, therefore, characters police 
subculture and identity. The issue of peril comes as animal’ power, 
primary and hazardous circumstances, dangers of declaring well-being and 
that’ of partner, savagery, and passing (Maran, Zedda, & Varetto, 2018). 
 
 
2.5.2 Work condition 
 
Increasing number of issues such money laundering, corruption and 
political pressure has put the police to accomplish more with less power. 
To make it worse the police’ workforce is burdened with the budget cut, 
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insufficient workforce and inadequate equipment. Therefore, the 
overwhelming workload and urgency to complete are always pressed 
among the police force. Work conditions, as indicated’ through Md. 
Lazim, Hadziroh & Mohd Hafiz (2017), had been determined’ to have 
brought about a noteworthy fear among cops. Various sorts of bodily’ and 
psychosocial exposures in the work stipulations will produce special types 
of stress,’ either terrible or high-quality (Md. Lazim, Hadziroh, & Mohd 
Hafiz, 2017). 
 
2.5.3 Work-family conflict  
 
Family conflicts also arises as at many times police officers job involves 
24 hours. They are required to be working at night, dealing with negative 
elements most of the time and exposed to danger. The danger can be a 
threat to the family members as well. This is to add pressure to the police 
personal and influence them in many ways. Stressed officers are more 
likely unable to participate in household activities and may at times react 
negatively towards members of the family and this will eventually lead to 






2.5.4 Negative police image 
 
Since police profession is to ensure citizens abide to the law, therefore 
they may be the most liked or the most hated sight anyone would want to 
see. This could lead to receiving many negative remarks from the public. 
From drug dealers to human’ traffickers and illegal traders who are often 
in contact with the police officers would often be in total disagreement 
with the way the actions are carried out. Many times, human rights 
organisation too will lash out their disagreements towards the manner 
wrong doers were treated as they hold the philosophical believe as no one 
is guilty until proven guilty. Therefore, name callings and negative stigma 
towards the police force also aids in increasing stress among the force. 
(Suresh,’ Anantharaman, Angusany & Ganesan,’ 2013) 
 
2.6 Independent Variable 2: Organisational Stressors 
 
Organisational or Hierarchical stressors include the work atmosphere, they are 
obliged to be on alert call 24 hours and also the possibility to relocate at any point 
time’ otherwise known as authoritative stressors’ classification are as per the 
following. Yun (2014) likewise special’ that the bureaucratic action by police top 
management typically displayed thru unfair and very hierarchically influenced 
decisions. In such occasions, lower ranking officers are often victims of unruly 
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and injustice act which at many times increases the stress among the officers. 
These sources of data’ are especially constrained in mild of the fact that for all 
intents and functions each one of the mandates, arrangements,’ and directions are 
made and passed thru’ nice down approach in the hierarchical chain of 
importance. 
 
Failure in communication between top level officer and other officers, uncalled 
for a routine’ with regards to supervision and questionable’ execution rating and 
absence of help from the managers are a piece’ of this authoritative’ stressor. 
Individuals working in occupations where they manage the issues of others, for 
example, medicinal services, educating, and law requirement, may endure more 
worry than individuals in different callings (Finn and Tomz, 1998).  
 
Implementation of law is the callings which workers manage few scopes of people 
from various dimensions of society. Policing is viewed as a standout amongst the 
most upsetting occupations due to the idea of work, for example, long 
unpredictable hours, hierarchic structure and wellbeing concerns. Drawn out 
introduction to word related pressure influences the employee’s wellbeing just as 
their demeanors towards association and utilize them (Cropanzano, Rupp, & 




Maslach (2003) explained work related pressure, likewise, influences the nature of 
crafted by the representatives and associations their work Fight the elevated 
amounts of pressure is expected straightforwardly identified with how officers felt 
they were treated by organisations. They credited this to dissimilar parts of life 
including’ formative and social changes, budgetary and settlement’ issues, work 
requests, and the requests employment execution.  
 
According to Corridor (2012) qualities abnormal state of worry among cops to the 
way those officers need make noteworthy changes in agreement with the new 
workstations realized by incessant exchanges. Also, due to work weight because 
of their modest number, there is tension set on relational’ connections. Third, 
lodging game plans’ and changes in way of life add to pressure experienced and 
likewise, cops encounter pressure’ identified with the idea of work, emotionally 
supportive networks and insufficient adapting styles. 
 
2.7 The Relationship Between Work Engagement, Operational and  
Organisational Stress. 
 
Yucel (2012), found that there is a negative relationship between work 
engagement and occupational stress, both operational and organisational 
perception.  Employees will feel more committed and secure in a safe and 
supportive work environment.  Job stress is the unpleasurable emotional state by 
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the employees towards their organization, which may be possible due to less 
commitment or work engagement. Police officers are exposed to high work-
related stress. Two aspects of job-related well-being were included in the present 
study: job burnout (negative aspect), and work engagement (positive aspect). 
(Anshel, 2000; McCreary, 2017) 
 
2.8 Theories Related to Studies  
 
This research paper focus on study and identify work engagement, extent of the 
work pressure faced by an senior police officer and how this affect the interests of 
the police officers on the policing career in Pahang state. Policing career always 
bounded by various pressure either at their workplace, while carrying out their 
duties in the public and stress related to their daily family life. This study based on 
Interactional theories of stress which are more related to this research. 
Interactional theories emphasise the interaction’ of the environmental information 
and also the associated individual’ responses as a foundation of stress (Lazarus & 
Launier, 1978). 
 
The’ Person-Environment work theory is every of the earliest interactional’ 
theories of labour-related psychological distress,’ suggesting that’ work-related 
stress arises attributable toward associate engagement of work between the’ 
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individual’s skills, resources’ and skills, then the stress of the work’ atmosphere 
(Caplan 1987, French, Caplan, & Van Harrison, 1982). 
 
Interactional may’ occur between objective realities and subjective perceptions 
and between’ environmental variables and individual variables. During this case, 
it's been’ argued that stress can occur once lack of fit between either the degree in 
employee’s’ attitudes and skills meet the strain of the task or the extent to which 





Overall this study is conducted’ to find out whether or not there's any significance 
relationship and impacts on work engagement and operational and organisational 
stress among police officers in Pahang. At the same time this study conducted to 
measure job engagement among police officers in Pahang toward their policing 














Research methodology of study carry out about research framework which 
explain about the connection between dependent and independent variables. Other 
then that in this chapter explain about hypothesis and research design for these 
studies. Furthermore, this chapter also focuses on measurement reliability of the 
data and data collection technics, data sampling, data collection procedure and 
technics of data analysis. 
 
3.2 Research’ Framework 
 
The theoretical’ framework of this study is for investigating’ the determinants of 
work engagement that are developed’ after the factors have been identified’ 
through literature review. The following’ governing hypotheses’ of the proposed 






Independent Variable     Dependent Variable 
 










3.3 Hypotheses Development 
 
Event of’ hypotheses development for this study,’ the factors determinants of 
police activity and work environment stress are categorised as independent 
variables whereas the job engagement of the police officers itself becomes the 
dependent variable to determining the influencing factors associated with police 
officers work engagement and the way this affects work engagement among them. 
This hypothesis are the main elements of this study to analyses and records the 
objective of this research carry out. The following hypotheses are framed to 











Table 3.1: Research hypothesis 
Hypothesis  Hypothesis Develop  
H1 
Work engagement significantly influence by operational stress among 
police officers in Pahang Contingent. 
 
H2  
Work engagement significantly influence by organisational stress 
among police officers in Pahang Contingent. 
 
 
3.4 Research’ Design 
 
The well-known two approaches in conducting research used by researchers 
namely are quantitative and qualitative research approaches (Neil, 2009). 
Research design (Neil, 2009) involves the overall arrangement and methods 
applied in conducting the test to prove the hypothesis according to the standards 
maintained for data collection and analysis.  
 
Quantitative research according to Uma and Roger (2009) is a research design 
used by researchers referring to the data descriptive in nature and not qualified. 
Researchers widely applying this research method to establish the relationship 
between dependents variable and independent variable among the target 
population (Zikmund, 2003).  
 
In this research work, quantitative approach is used to test the hypothesis on the 
relationship exist between dependent variable “Work engagement” and 
35 
 
independent variables such as operational and organisational stress among police 
officers in Pahang contingent. A cross sectional data collection is used to collect 
data from the intended sample group (Uma, 2009).   
 
3.5 Instrument Development  
 
This study applied quantitative method for data collection which the questionnaire 
had distributed to the respondent. The questionnaire involves of four main 
sections or parts which are Part 1, Part 2, Part 3 and Part 4. Part 1 which consists 
of the demographic and personal question of respondents which helps us to 
understand our respondents. In Part 1 it has total 6 questions provided. The 
questions included are gender, age, level of education, marital status, department 
and serving year in PDRM. Furthermore, in Part 2 and Part 3, it included two 
independent variables. The question developed by McCreary, Donald R.; 
Thompson, Megan M. (2006). This questionnaire regarding operational and 
organisational stress, seven-point scale “No stress, slightly stress, quite stress, 
moderate stress, really stress, Very stress and A lot of stress.  
 
The Part 4 all about questionnaire on dependent variable “Work Engagement. 
Questionnaires which developed by Wilmar B. Schaufeli & Arnold B. Bakker 
(2006) on work engagement using Utrecht Work Engagement Scale–9 (UWES-9) 
Schaufeli and Bakker (2003). 
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3.5.1 Regarding work engagement Table 3.2, seventeen items were 
adapted from the measurements used in the study of Work and Well-Being 
Survey; Wilmar B. Schaufeli & Arnold B. Bakker (2006). 
 
Table 3.2: Distribution of Work Engagement 






as “a positive, 
fulfilling, work-











Bakker, Tims, & 
Derks, 2012) 
1. At my work, I’ feel bursting 
with energy 
2. I find’ the work that I do 
full 
of meaning’ and purpose 
3. Time flies’ when I'm 
working 
4. At my job, I feel strong 
and vigorous 
5. I am enthusiastic’ about my 
job 
6. When I am’ working, I 
forget everything’ else 
around me 
7. My job’ inspires me 
8. When I get’ up in the 
morning, 
I feel like’ going to work 
9. I feel happy’ when I am 
working intensely 
10. I am proud’ on the work 
that I do 
11. I am involved oneself 
deeply in my work 
12. I can continue’ working for 
very long periods at a time 
13. To me, my’ job is 
challenging 
14. I get carried’ away when 
I’m working 










16. It is difficult’ to detach 
myself from my’ job 
17. At my work’ I always 
persevere, even’ when 




3.5.2 Regarding’ operational Table 3.3, twenty items were adapted’ from 
the measurements used in the study of’ McCreary, Donald R.; Thompson, 
Megan M. (2006). 
 
Table 3.3: Distribution of Operational Stress 


























1. Shift’ work 
2.Working’ alone at night 
3.Over-time’ demands 
4.Work related’ activities on off 
5.Paperwork’ 
6.Eating healthy’ at work 
7.Finding time’ to stay in 
good physical’ condition 
8.Fatigue’ 
9.Occupation health’Issues’ 
10.Feeling like’ you are always 
on the job 
11.Friends / family’ feel the effects 
the stigma associated with your job 
12.Managing your’ social life 
outside of work. 
13.Not enough time’ available to 
spend with friends and family’ 
14.Lack of understanding’ from 
family 
and friends about’ your work 
15.Making friends’ outside the job 



















17.Risk of’ being injured on the job 
18.Traumatic’ events 
19.Upholding’ a "higher image" in 
public 




3.5.3 Regarding organisational’ stress Table 3.4, twenty items’ were 
adapted from the measurements used in’ the study of McCreary, Donald 
R.; Thompson, Megan M. (2006). 
 
Table 3.4: Distribution of Organisation Stress 











obliged to be 
on alert call 24 
hours and also 
the possibility 
to relocate at 






1. “Working alone at night  
2. Dealing with co-workers  
3. Feeling like you always 
have to prove yourself to 
the organisation  
4. Excessive administrative 
duties  
5. Constant changes in 
policy / legislation  
6. Staff shortages  
7. Bureaucratic red tape  
8. Too much computer 
works 
9. Lack of training on new 
equipment  
10. Perceived pressure to 
volunteer free time  
11. Dealing with supervisors  
12. Inconsistent leadership 
style  










14. Unequal sharing of work 
responsibilities  
15. If you are sick or injured 
your co-workers seem to 
look down on you  
16. Leaders over-emphasise 
the negatives                           
17. Internal investigations  
18. Dealing the court system  
19. The need to be 
accountable for doing 
your job  
20. Inadequate equipment” 
 
3.6  Data Collection  
 
Data collection comprises the selection of sample size, data analysis metrics and 
sampling techniques used in this research. Sample design and sample size have been 
important elements in conducting a study (Uma Sekaran, 2003). To simplify the interest 
of the population, a proper sampling design and size required to help the researcher to 
make a conclusion.  
 3.6.1 Population and Sample 
According to Sekaran 2010, Sampling is a method or process which using 
a minor number of’ groups of a large populations to decide on behalf the 
whole population. Population is referring to any large group of units or 
entities which carry out a same firm of characteristic (Sekaran 2010). 
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However, its eventual illogical to overview the whole populace as it 
requires a more drawn out timeframe and an expansive expense; 
henceforth the dependence is on the example to require a piece of the 
populace to play out the trial. In this manner, an example is considered as 




According to Uma and Roger (2009) population refers to the researcher 
intention to examine the total number of people, things or event. Zikmund 
(2003) stated that the population selected for sampling usually share a 
common characteristic. In addition, the common characteristic must fall 
into matter of which is the focus of attention on a research subject. 
According to Zikmund (2003), Sekaran and Roger (2009) sample is the 
subset of the population. Whereas defined by Creswell (2008) which is 
studied for the research to be generalized on the overall population of 
study. For conducting a study, it is important to determine sample size 
where difficulty in gathering all the data and information from respondents 
(Zikmund, 2003). Hou (2011) stated that respondent size for quantitative 




The population of this study refers to senior police officer who are 
currently working with Royal Malaysia Police in Pahang contingent. 
Senior police officer is group of gazetted officer according to civil servant 
law. Due to private and confidential issue, the police officers who are 




Sample population of this research is police officers and currently all of 
them are still serving with Royal Malaysian Police force. All respondents 
are now serving in Pahang state. The respondents are selected from 11 
districts in Pahang state. Principal reason for choosing this respondent is to 
simplify or facilitate the researcher to appraise their influence factor of 
operational and organisational stress toward their policing work’ 
engagement. Simple random sampling technique method’ was used in 
these studies which a sampling method in which all the elements in the 
population and, consequently, all the units in the sampling frame have the 
same probability of being selected as sample. For this study total of 350 
police officers from Pahang are taken as sample. The whole population 
was selected as a respondent due to time limitation, and cost for the data 




3.6.3 Pilot Test 
 
A pilot test process is intending study which will be conducted before 
testing the whole respondent feedback. This is to check the accuracy, 
validity come reliability of the Questionnaire and to measure, acceptable a 
questioner quality (Tracy, 2017). In this study total of 20 set of 
questionnaires are randomly distributed to 20 police officers at Pahang 
contingent to check the reliability of the questionnaire. After a week, the 
20 sets questioners were collected back to run the pilot test before 
continuing this research. 
 
























Based on the pilot test, the questionnaire reflects a very good term of 
internal consistency. The Cronbach’s’ alpha value for Operational Stress = 
0.978, Organisational Stress = 0.982 and Work Engagement = 0.963 are 
more then 0.7 (α > 0.7). So, this questionnaire is reliable to be use for real 
data collection from the responders. 
 
3.7 Data Analysis Technique 
 
The use of questionnaires is the leading instruments in data collection from the 
respondents. It facilitates gathering of quantitative data in standardized 
approaches to be internally reliable and consistent for analysis. A questionnaire is 
a prearranged set of question to be answered by the respondents (Uma and Roger, 
2009). In term of the creativity, proficiency and the understanding of the 
researcher has a significant role in designing questionnaires.  
 
This study used the Statistical’ Package for Social Sciences (SPSS) to analyse the 
data. Descriptive statistic’ was once used because the facts want to be introduced 
in percentages. Pearson’ correlation used to inspect the correlation’ of the work 
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engagement among police officers with that divided’ to operational and 
organisational stress. Multiple’ regression used to check the’ prediction and 
contribution’ of unbiased variables’ and intercessor on established variables. 
 
 3.7.1  Data Coding  
 
Data coding is the process of driving codes from the observed data. In a 
quantitative research the data is obtained from from questionnaires. The 
purpose of data coding is to bring out the essence and meaning of the data 
that respondents have provided for generate outcome from the data which 
received. 
 
3.7.2 Cleaning Data 
 
This analysis needs the information clean up method that considerably 
influence the ultimate statistical results. the complete method is guided by 
the preliminary set up of data analysis, that was formulated within the 
analysis style phase. Clean up the information needs consistency checks 
and treatment of missing responses, usually done through SPSS. 
Consistency checks serve to identify the information that are out of range, 




 3.7.3  Reliability Analysis  
 
The most prominent test for inter-item consistency reliability is 
Cronbach's alpha coefficient. The Cronbach’s alpha is utilized to 
quantify the reliability of the instruments in the study and the most well-
known type of interior consistency reliability coefficient is between two 
scores going from 0 to 1.00. Sekaran and Bougie (2010) clarified that 
commonly reliability coefficient that considered average in the range of 
0.60, and the 0.70 and above is considered as high reliability standards. It 
was found that the questionnaire items in this research are in the range of 
0.7 to 0.8 which considered acceptable as the minimum benchmark of 
the minimum Cronbach’s alpha value is 0.50 indicated by Sekaran 
(2003).  
 
 3.7.4  Inferential Statistics 
 
  3.7.4.1 Pearson Correlation  
 
The correlation analysis measures the closeness relationship for two and a   
above variables after considering joint variation of two measures without 
restriction by the experimenter (Sekaran, 2003). Correlation measures the   
degree to which two quantitative variables, X and Y, agree that is the 
relationship between two or more classes of variables. When a higher   
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value of X is associated with a higher value of Y, a positive correlation 
exists.   
   
In a relationship where high value of X is linked with low value of Y, a   
 negative correlation occurs. Pearson Correlation coefficient is the most   
 currently used measures of dependence between two quantities. 
Correlation    coefficient indicated by symbol r with array of -1 to +1 to 
signify positive and   negative relationship respectively. When the entire 
distribution fall directly on a line with an upward incline r = -1. Strong 
correlations relate to dotted    clouds that stick imaginary to the trend line. 
Therefore, the closer r is to +1, the stronger the positive correlation and the 
closer r to -1 the stronger the negative correlation (Salkind, 2009).  Below 
table explained the summarizes the strength of correlation by Salkind, 
(2009). 
 
Table 3.6   Significant Relationship Strength 
Value  Relationship Strength  
0.1 to 0.29 or -0.1 to -0.29  Weak  
0.30 to 0.49 or -0.30 to -0.49  Moderate  





 3.7.4.2 Multiple Linear  
 
Multiple linear regressions smoothing the progress of modelling the 
correlation between two variables by appropriating a linear equation to 
experimental data. One variable is measured as a descriptive variable, 
while the other is observed as the dependent variable. However, the 
present makes use of multiple linear regression in analysing the 
relationship between salary, training and development, career promotion 
and working environment (independent variable) and turnover intention 
(dependent variables). In this situation, a scatterplot smoothing the 
progress in shaping the strength of the relationship. On the condition it 
becomes visible that no relationship between the propose explanation 
and dependent variables, or if the scatterplot does not signify if there is 
increasing or decreasing trends, then appropriating a multiple linear 
regression model to the data will possibly give a functional model. 
  
3.8  Summary  
This chapter describes analysis framework, sample of the study, choice of the 
respondents, questionnaire development, analysis materials and survey 
procedure. The correlation analysis and descriptive statistics were briefly 





RESULT’ AND DISCUSSION 
 
4.1 Introduction’  
 
This chapter explained’ the findings obtained demographic of respondent and 
followed analyse by the operational stress and organisational stress influence on 
work engagement among police officers. For every analysis question are 
mentioned within the discussion elements using the descriptive analyses and 
inferential statistics. Overall information gathered are analysed using Statistical’ 
Package for The Social Sciences (SPSS), Version 25. 
 
Earlier 350 set of questionnaires are distributing to selected sample population of 
senior police officer in 11 districts at Pahang state to answer. After collect back 
the 350 questionnaires, there are 21 set of questionnaires are not completed 
answer by the respondent and there are error or mistake made by the respondent 
by choosing more then one answer and some of the questionnaire pages are 
missing. So those 21 set of questionnaires are not taking into finding processes. 
Rest of 329 set of questionnaires out of 350 are accepted for next finding 
processes. All 329 questionnaires which collect from the respondents are well 





Table 4.1 showed normality data for every issue. The result showed the check of 
considerably found every item displayed vital level by p <0.05. This showed’ that 
it is not normal’ distribution. However, based on the skewness and kurtosis value 
are in the range’ of ±2 for each variable’ in research. Hence, the data is normal, 
the research can have used the parametric test to analyse the data. Based on the 
skewness showed, all factors are negative skewness. Q-Q plot shows component 
data from the depending and independent variables are normal. 
 
Table 4.1: Test of Normality’ for Each Factor 
Factor Skewness’ Kurtosis’ Significant 
Operational Stress    -0.886   0.140 0.000 
Organisational Stress -0.846 0.025 0.000 




























Figure’ 4.3: Q-Q Plot’ of Work Engagement 
 
 
4.3 Reliability of Data  
 
Table’ 4.2: Reliability Data 
Factor’ Cronbach Alpha' No of Item’ 
Operational Stress 0.978 20 
Organisational Stress 0.982 20 
Work Engagement 0.963 17 
 
 
Table 4.2 showed the result’ for reliability of data in this study. The result showed 
all items are acceptable. Operational stress showed the Cronbach’ Alpha is 0.978 
and organisational stress is 0.982. While the work engagement showed Cronbach’ 
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Alpha is 0.963. Every question in the questionnaire alleged to be’ valid as a result 
of the Cronbach’s’ alpha more than 0.7. The information from the study is 
classified’ nearly as good and acceptable for means analysis. 
 
4.4 Profile of’ Respondents’ 
 
Respondent’ chosen among the police officers in Pahang contingent to analysed 
demographic profile’ of the respondents like gender,’ age, level of education, 
marital status’ department and serving year in PDRM comprised’ of 329 
respondents. Demographic distribution’ of the respondents is one in all the’ 
important components during this study as a result of it's going to be one’ of the 
factors influenced the finding’ of the study. 
 
Table’ 4.3 Explained distribution’ of demographic profile. Based on gender, 
respondents consist of 219 respondents or 66.6% are male and 110 respondents or 
33.4% females. This show the’ respondent by male is higher’ than female. Based 
on age’ showed 11respondent’ or 3.3% between 18 years - 24 years old and 
followed by 127 respondents or 38.6% between 25 - 31 years. Then, the 
respondents’ who amid 31 years - 36 years old are 157 respondents or 47.7% and 
followed by between 36 - 37 years are 22 respondents or 6.7%. While the 
respondents 37 years and above showed 12 respondents or 3.6%. This show that 
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most respondents between 31 - 36 years and the minority of the respondents 37 
years and above. 
 
Besides that, the level of education showed 29 of these respondents or 8.8% are 
Diploma tailed by 281 of them which represent 85.4%’ are Bachelor’s degree. 
Besides’ that, 19 of the respondents with 5.8% are Master’s Degree. Thus, it 
shows that the majority’ of respondents are Bachelor’s Degrees compare the 
minority were Master’s Degree. Then the marital status showed 94 of them or 
28.6% is single followed by 229 of them which represent 69.6% are married. 
While, 4 of the respondents with 1.2% are divorced and 2 respondents’ 0.6% are 
separated.  
 
Based on department showed 37 respondents or 11.2% from Management 
department and followed by 49 respondents or 14.9% from Special Branch. Then, 
the respondents from Crime department are 81 respondents or 24.6%, Narcotic 
Crime are 38 respondents or 11.6%, Commercial Crime are 37 respondents or 
11.2%, Traffic are 40 respondents or 12.2%, Community Policing and Crime 
Prevention are 15 respondents or 4.6%, Integrity are 7 respondents or 2.1%, 
Strategic Resources and Technology are 14 respondents or 4.3% and lastly are 




This illustrated that the majority’ of respondents are from Crime department and 
the minority’ of respondents from Integrity department. Based on the serving 
Years in PDRM showed 127 respondents or 38.6% serving below 5 serving years 
and between 5 to 10. It was followed between 10 years to 20 years with 70 
respondents or 21.3%. Then above 20 years serving in PDRM showed 5 
respondents or 1.5%. This illustrated that the majority of respondents serving are 
below 5 years and between’ 5 to 10 years and the minority of the respondents 
serving above 20 years. 
 
Table’ 4.3: Demographic’ Profile 
Demographic Category Frequency Percent 
Gender’ Male 219 66.6 
  Female 110 33.4 
Age 18-24 11 3.3 
  25-31 127 38.6 
  31-36 157 47.7 
  36-37 22 6.7 
  37-older 12 3.6 
Level of Education Diploma’ 29 8.8 
  Bachelor's Degree’ 281 85.4 
  Master's Degrees’ 19 5.8 
Marital Status Single 94 28.6 
  Married 229 69.6 
  Divorced 4 1.2 
  Separated 2 0.6 
Department Management 37 11.2 
  Special Branch 49 14.9 
  Crime 81 24.6 
  Narcotic Crime 38 11.6 
  Commercial Crime 37 11.2 
  Traffic 40 12.2 
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  Community Policing and Crime Prevention 15 4.6 
  Integrity 7 2.1 
  Strategic Resources and Technology 14 4.3 
  Public Order 11 3.3 
Serving Years Below 5 years’ 127 38.6 
  5-10 years’ 127 38.6 
  10-20 years’ 70 21.3 
  Above 20 years’ 5 1.5 
 
 
4.5 Descriptive Analyses 
 
Descriptive’ statistics described the information collection also outline of the data 
within the straightforward and simple method like mean, standard deviation, table, 
figure, percentage, frequency. 
   
4.5.1  Identify the nature factor which affecting work engagement  
among police officers at Pahang contingent. 
 
There are two factors which affecting work engagement among police 
officers. There are operational stress and organisational stress. 
 
i. Operational stress 





4.5.1.1 Operational Stress 
 
Table’ 4.4 explain distribution about operational stress. Majority’ of the’ 
respondents chooses really stressed such as “Traumatic events” (32.2%) 
and followed by “Work Related activities on days off (e.g. court, 
community events)” (29.8%). The respondents also choose a lot of 
stressed about “Friends/family feel the effects of the stigma associated 
with your jobs” (28.9%). Then respondent very stressed when “Working 
alone at night” (28.3%). Table 4.3, the respondents’ showed various 
reactions towards the operational stress. The highest mean showed’ 
respondents really stressed is “Feeling like you are always on the job” 
(mean of 5.112, SD=1.683). While the lowest’ mean showed the 
respondents, moderate stressed about “Eating healthy at work” (with a 
mean of 4.513’, SD=1.756). The overall’ mean for operational stress is 
4.851 and standard’ deviation is 1.186. In conclusion’ the respondent’s 
moderate stressed about operational stress. 
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Table 4.4: Distribution of Operational Stress 
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Table 4.5 Explained the distribution’ of organisational stress. Majority of 
the respondents chooses very stressed “Dealing with supervisors” (31.6%) 
and followed by “Feeling like you always have to prove yourself to the 
organisation” (29.8%). The respondents also choose really stressed about 
“Excessive administrative duties” (29.2%) and followed by “Constant 
changes in policy/legislation”. As seen’ in Table 4.4, the respondents 
showed various’ reactions towards the organisational stress. The highest’ 
mean showed respondents really stressed about “Lack of resources” (with 
a mean of 5.063, SD=1.501). While the lowest mean’ showed the 
respondents, moderate stressed is “Dealing the court system” (with a mean 
of 4.398, SD=1.846). The overall’ mean for organisational stress is 4.834 
and standard’ deviation is 1.211. In conclusion the respondent’s moderate 




Table 4.5: Distribution’ of 
Organisational Stress 
 
Statement 1 2 3 4 5 6 7 Mean’ SD’ 
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Overall Mean 4.834 1.211 
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4.5.1.3 To study the work engagement among police officers involved    
operational stress and organisational stress.  
 
Table 4.6 represents’ the distribution of work engagement. Majority of’ 
the respondents chooses often “I feel happy when I am working intensely” 
(26.1%) and followed by “At my job, I am very resilient, mentally” 
(25.2%). The respondents also choose sometimes about “I find the work 
that I do full of meaning and purpose” (25.2%) and followed by “When I 
get up in the morning, I feel like going to work” (24.3%).’ As seen in’ 
Table 4.5, the respondents showed’ various reactions towards the work 
engagement. The highest’ mean showed respondents sometimes felt “I am 
proud on the work that I do” (mean are 4.811, SD =1.53). While the 
lowest’ mean showed the respondents also sometimes about “I can 
continue working for every long period at a time” (with a mean of 4.34, 
SD =1.663). The overall’ mean for work engagement is 4.526 and 











Table 4.6: Distribution’ of Work Engagement 
 
Statement’ 1 2 3 4 5 6 7 Mean SD 
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4.6  Statistical Test 
 
4.6.1  Correlation and Regression Analysis 
 
Correlation & regression tests used to determine’ the relationship between 
dependent variable (work engagement), and independent’ variables 
(operational stress and organisational stress). 
 
1. To identify significance relationship’ between operational and’ 
organisational factors and its contribution on the work 
engagement among police officers. 










Pearson’Correlation 1 .841** -.167** 
Sig. (2-tailed)’   0.000 0.002 
N 329 329 329 
Organisational 
Stress 
Pearson’Correlation .841** 1 -.179** 
Sig. (2-tailed) 0.000   0.001 
N 329 329 329 
Work’ 
Engagement 
Pearson’Correlation -.167** -.179** 1 
Sig. (2-tailed) 0.002 0.001   
N 329 329 329 
 
Table 4.7 Shows about the result for correlating the mean’ score of 
operational stress and organisational stress with work engagement. Based 
on the Pearson’ correlation showed operational stress is strongly’ positive 
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and significant with organisational stress (r = 0.841, p = 0.000) and weakly 
negative and significant’ with work engagement (r = -0.167, p = 0.002). 
Besides that, organisational stress, showed weakly negative and significant 
with work engagement’ (r = -0.179, p = 0.00).  
 
4.6.2 Hypothesis Testing  
 
H1:  Operational stress significantly influence the work engagement  
among police officers in Pahang contingent. 
 





Coefficients     
 B SE B T Sig 
Constant 5.346 0.275  19.421 0.000 
Operational Stress 
-
0.169 0.055 -0.167 -3.066 0.002 
R=0.167, R2=0.028, Adjusted’ R2=0.025, F-statistic’=9.401, p-value’=0.002 
 
Table 4.8 shows the overall’ sample of work engagement and operational 
stress. Referring to the regression model, the correlation showed the 
operational stress with work engagement are 0.167 and value R2= 0.028 
showed 2.8% the change variance decreased in operational stress then 
there has big effect in the work engagement (R squared change >0.20). 
Besides that, work engagement, showed the result is significant [F (1,327) 
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=9.401, p<0.05]. The value B is significant for the work engagement (B=-
0.167, t=-3.066, p<0.05) showed the operational stress are significant to 
relationship with work engagement.  So, we can conclude operational 
stress significantly influence the work engagement among POLICE 
OFFICERS in Pahang Contingent 
 
 
H2:  Organisational stress significantly influence the work 
engagement among police officers in Pahang contingent. 
 





Coefficients     
 B SE B T Sig 




0.177 0.054 -0.179 -3.295 0.001 
R=0.179, R2=0.032, Adjusted R2=0.029, F-statistic=10.857, p-value=0.001 
 
Table 4.9 proved the overall sample of work engagement and 
organisational stress. Referring to the regression model, the correlation 
showed the organisational stress with work engagement are 0.179 and 
value R2= 0.032 showed 3.2% the change variance decreased in 
organisational stress then there has big effect in the work engagement (R 
squared change >0.20). Besides that, work engagement, showed the result 
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is significant [F (1,327) =10.857, p<0.05]. The value B significant for 
work engagement (B=-0.179, t=-3.295, p<0.05) showed the organisational 
stress are significant to relationship with work engagement.  So, we can 
conclude organisational stress significantly influence the work 
engagement among police officers in Pahang contingent 
 
4.7 Summary  
 
This chapter presents the findings of hypothesis associated with descriptive and 
inferential analysis. All the findings are tabulated and correlated to the research 
objectives and research hypothesis. All the research objectives and hypotheses 

















CONCLUSIONS AND RECOMMENDATIONS 
 
5.1 INDRODUCTION  
 
In this topic, it consists of four main parts which are discussion, research 
limitation, reference and conclusion. In discussion’ includes’ the summary of the 
results well clarified with the result of the research’ and concept/theory associated 
to the earlier research. This study conducted’ to answer research question in this 
study which are:  
 
5.2 Overview of Research 
The main objective of this research is to investigate the relationship and 
influence on police officers work engagement in Pahang contingent toward 
operational and organisational stress. The findings were analysed accordingly, 
and all the objectives were accomplished. There is a negative relationship 
between dependent variable “Work Engagement” and two independent variables 





5.3 Discussion of Research Objectives  
 
 
5.3.1 Identify level of work engagement’ among police officers in 
Pahang contingent. 
 
Work engagement has occurred as a method for organisations to evaluate 
their investment in human’s capital (Chaudharyet al., 2011). Engagement 
is best described as a motivational and encouragement connected to work 
that is shown by dynamism, dedication, and absorption. Energy is 
characterized by high levels of vigour displayed at work and commitment 
by high levels of meaning’ for work. Enthusiasm and challenge relate to 
the work one does, while refers to complete concentration and happiness’ 
at work when time flies. One way to help individuals cope with demands 
of a stressful work is a good work engagement. (Britt, Adler, & Bartone, 
2001). 
 
Based on the result’ of the data analysis, it proved that work engagement 
makes the respondents feel proud on the work they do (Min=4.811, 
SP=1.53). Police officers are responsible to keep the safety and peace 
among Malaysian which cause them proud of their job and feel noble 
towards their career. Besides, due to the good work engagement, the 
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respondents stated that their job is challenging (Min=4.796, SP=1.65). 
They need to deal with harm and danger for the sake of others’ safety. In 
addition, work engagement could enhance their work performance and 
productivity. 
 
5.3.2 Relationship of work engagement among police officers in  
Pahang involved operational stress and organisational stress. 
 
The correlating resulted shows the mean score of operational stress and 
organisational stress with work engagement. Pearson correlation exposed 
operational stress is strongly positive and significant with organisational 
stress (r=0.841, p=0.000) and weakly negative and significant through 
work engagement (r=-0.167, p=0.002). Besides that, organisational stress, 
showed weakly negative and significant by work engagement (r=-0.179, 
p=0.00). Both independent are have a negative relationship on dependent 
variable were, we can conclude operational and organisational stress which 
facing by the police officers in Pahang are makes not happy with their 
daily policing job and need a serious attention from Royale Malaysian 
Police force to looked into this matter as quick in Pahang state and other 
state as well before this situation turn worst were more police officer 




5.3.3 The relationship of operational stress on work engagement  
among police officers in Pahang contingent 
 
According to these studies based on the Pearson’ correlation showed 
operational stress is weakly negative and significant with work 
engagement (r=-0.167, p=0.002).  So, we identify that operational stress at 
workplace are given negative effect to the police officers in Pahang work 
engagement. Operational Stress could be defined’ in two fields, namely 
mental stress,’ and physical stress. Most researchers agree that shift work 
and long hours have a range on bad effects on mental’ and physical health. 
Shift workers’ usually subject to disturb biological rhythms caused by 
working. Simply stated, stress’ is what we feel when we must respond to 
demand for our energy. Stress is a natural part of life and occurs 
whenever’ there are significant changes in our lives, whether positive’ or 
negative. It is generally believed that some stress it’s okay (sometimes 
referred to as “challenge” or “positive” stress) but when stress occurs in 
amounts that individuals cannot’ cope with, both mental and physical 






5.3.4 The relationship of organisational stress on work engagement 
among police officers in Pahang. 
 
 
These studies show organisational stress, showed significant with work 
engagement (r=-0.179, p=0.00). This means organisational stresses facing 
by police officers in Pahang are negatively affect their job engagement. In 
this globalisation era with trendy organisations, stress level assessment 
must be alleged about in achieving job satisfaction and increasing job 
performance’ moreover as have sensible work engagement. These aspects 
are the vital work problems needed attention from the employers (Munich 
Personal RePEc, 2008).  Based on the recent studies conducted, it shows 
that activity stress ranges from fifty to sixty percent of all lost operating 
days. This datum shows that it quite high that needed correct answer to 
counter this example (R. Golubic et al, 2009). Organisational stress is 
harmful towards the accomplished individual once their physical and 
emotional responses occur attributable to the twin between job necessities 
and therefore the workers’ capabilities and the expectation of the leader 









This research can be extended further by making among human resources 
management and organisational management in Pahang Contingent towards the 
relationship of operational and organisational stress on work engagement. Besides 
that, number of samples can be increased to evaluate the relationship in this case 
study. Add to this other acceptable relationship can be study to investigate their 
work engagement towards their field of work. Technique of the research can vary 
such as interview or observation’ at each of the whole Malaysia, location’ and 
respondents selected as centre of the research. 
 
This research has extended towards the workers from’ different departments and 
positions who work in PDRM especially in Pahang Contingent to compare their 
relationship between organisational’ and operational stress on work engagement.  
Additionally, this research could be extended to different branch of PDRM in 
Malaysia to determine the factors which affect work engagement as police 
officers. Thus, it able to increase the findings and observed’ their relationship 







Findings from this study’ will provide and interpreted the overall decision of this 
study. Both operational and organisational stress factors affecting work 
engagement among police officers in Pahang contingent. The study has 
conclusively’ found answer to all research questions and research’ objectives. For 
the overall view, it can be concluded that the factors influencing work engagement 
become the main attention’ from the police officers in order to improve their 
quality of work and commitment towards their role to keep the safety and peace in 
our country. Thus, internal issues and conflicts need to be clarified to ensure the 
organisational free from any controversy and leads to be’categorised as establish 
and powerful party. 
 
The data collected from’ this survey is going to be mush helpful because it might 
facilitate top administration of police Pahang contingent and police higher 
officials to take any proactive solutions in order to emphasize work engagement 
among police officers and among whole police force.  The respective organisation 
might’ use the information collected and use it as their tool to handle and increase 
values to the police personnel daily task. The reports gained can be shared with 
the management itself and conjointly another service area in organisation, and 
related ministry to improve police work engagement among the officers. The 
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researcher hopes that more research will be conducted on work engagement from 
different dimensions in the future. Therefore, more findings will help to enhance 
work engagement and overcome stress during working hours because the police 
officers always on duty due to guarantee the safety and peace controlled. Hence, 
each police inspector should understand on a way to handle their stress level and 
scale back it by giving them the most satisfying moment on working life. Their 
organisation should move in organizing’ activities that may reduce the stress and 
increase job satisfaction among their employees. The researcher’ hopes that by 
doing this, a positive working environment arise in their workplace and also in 
their personal life which can create comfort zone and which not affecting their 
work performance.  
 
Performance satisfaction appraisal conducted by the company with the employees 
has a well-thought-of impact as they able to obtain increment of pay by 
promotions, gratitude, rewards’ and privileges. Performance appraisal satisfaction 
has a strong connection with work engagement.  In any organisations, employee’s 
performance’ is important’ as they are the asset for the organisation to ensure 





Most employees are willing to provide full commitment when the employees can 
be gain from the sense of reward. As an example, a well performing employee is 
recognised by awards given during the annual dinner. Employers at all times must 
be sensitive towards an employee’s welfare at all times which will make them 
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APPENDIX - A Questionnaire 
My name is Vijayan Muneiretnam. This survey is for my master's course and a part of my studies in 
MSc. (Management) for research paper fulfillment at University Utara Malaysia, Kuala Lumpur 
Campus. Thank you for willingness to complete this survey. There is no right or wrong answer, but 
your sincere opinion is highly appreciated. Thank you very much for you time. 
Part-I Demographic Profile 
Directions: Please read each statement carefully and tick (/) your answer. 









3. Level of Education. 
0 Diploma 
0 Bachelor's Degree 
0 Master's Degree 








D Special Branch 
O Crime 
D Narcotic crime 
D Commercial Crime 
D Traffic 
D Conununity Policing and Crime Prevention (JPJKK) 
D Integrity (JIPS) 
D Strategic Resources and Technology (StaRT) 
D Public Order (KA) 
1 
6. Serving Year in PDRM 
o Below 5 Years 
o 5- 10 Years 
o I 0-20 Years 
o Above 20 Years 
APPENDIX 
Part- 2 
Operational Police Stress Questionnaire 
Below is a list of items that describe different aspects of being a police officer. After each item, please 
circle how much stress it has caused you over the past 6 months, using a 7-point scale (see below) that 
ranges from "No Stress At All" to "A Lot of Stress": 
No Stress at Moderate A Lot of Stress 
All Stress 
I 2 I 3 4 5 I 6 7 
I .  Shift work I 2 3 4 5 6 7 
2. Working alone at night I 2 3 4 5 6 7 
3. Over-time demands I 2 3 4 5 6 7 
4. Risk of being injured on the job I 2 3 4 5 6 7 
5. Work related activities on days off(e.g. court, community events) I 2 3 4 5 6 7 
6. Traumatic events ( e.g. MV A, domestics, death, injury) 2 3 4 5 6 7 
7. Managing your social life outside of work I 2 3 4 5 6 7 
8. Not enough time available to spend with friends and family 2 3 4 5 6 7 
9. Paperwork 2 3 4 5 6 7 
I 0. Eating healthy at work 2 3 4 5 6 7 
1 1 .  Finding time to stay in good physical condition 1 2 3 4 5 6 7 
12. Fatigue (e.g. shift work, over-time) 2 3 4 5 6 7 
13. Occupation-related health issues (e.g. back pain) I 2 3 4 5 6 7 
14. Lack of understanding from family and friends about your work I 2 3 4 5 6 7 
15. Making friends outside the job 2 3 4 5 6 7 
16. Upholding a "higher image" in public I 2 3 4 5 6 7 
17. Negative comments from the public I 2 3 4 5 6 7 
18. Limitations to your social life (e.g. who your friends are, where you socialize) I 2 3 4 5 6 7 
19. Feeling like you are always on the job 2 3 4 5 6 7 




Organizational Police Stress Questionnaire 
Below is a list of items that describe different aspects of being a police officer. After each item, please 
circle how much stress it has caused you over the past 6 months, using a ?-point scale (see below) that 
ranges from "No Stress At All" to "A Lot of Stress": 
No Stress at Moderate A Lot of Stress 
All Stress 
I 2 I 3 4 5 I 6 7 
1 .  Dealing with co-workers 2 3 4 5 6 7 
2. The feeling that different rules apply to different people (e.g. favoritism) 1 2 3 4 5 6 7 
3. Feeling like you always have to prove yourself to the organization 1 2 3 4 5 6 7 
4. Excessive administrative duties 2 3 4 5 6 7 
5. Constant changes in policy I legislation 2 3 4 5 6 7 
6. Staff shortages 2 3 4 5 6 7 
7. Bureaucratic red tape 2 3 4 5 6 7 
8. Too much computer works 2 3 4 5 6 7 
9. Lack of training on new equipment 1 2 3 4 5 6 7 
10.  Perceived pressure to volunteer free time 1 2 3 4 5 6 7 
1 1 .  Dealing with supervisors I 2 3 4 5 6 7 
12. Inconsistent leadership style 1 2 3 4 5 6 7 
13 .  Lack ofresources 2 3 4 5 6 7 
14. Unequal sharing of work responsibilities I 2 3 4 5 6 7 
15.  If you are sick or injured your co-workers seem to look down on you I 2 3 4 5 6 7 
16.  Leaders over-emphasise the negatives 2 3 4 5 6 7 
(e.g. supervisor evaluations, public complaints) 
17. Internal investigations 2 3 4 5 6 7 
18 .  Dealing the court system I 2 3 4 5 6 7 
19. The need to be accountable for doing your job 1 2 3 4 5 6 7 





The following 17 statements are about how you feel at work. Please read each statement carefully and 
decide if you ever feel this way about your job. If you have never had this feeling, cross the 'O' (zero) 
in the space after the statement. If you have had this feeling, indicate how often you feel it by crossing 
the number (from I to 6) that best describes how frequently you feel that way. 
Almost never Rarely Sometimes Often Very often Always 
1 2 3 4 5 6 7 
Never A few times a Once a month A few times a Once a week A few times a Every day 
year or less or less month week 
I .  At my work, I feel bursting with energy I 2 3 4 5 6 7 
2. I find the work that I do full of meaning and purpose I 2 3 4 5 6 7 
3. Time flies when I'm working 1 2 3 4 5 6 7 
4. At my job, I feel strong and vigorous I 2 3 4 5 6 7 
5. I am enthusiastic about my job I 2 3 4 5 6 7 
6. When I am working, I forget everything else around me 1 2 3 4 5 6 7 
7. My job inspires me 1 2 3 4 5 6 7 
8. When I get up in the morning, I feel like going to work 1 2 3 4 5 6 7 
9. I feel happy when I am working intensely 1 2 3 4 5 6 7 
10. I am proud on the work that I do 1 2 3 4 5 6 7 
1 1 .  I  am  involved oneself deeply in my work 1 2 3 4 5 6 7 
12. I can continue working for very long periods at a time 1 2 3 4 5 6 7 
13.  To me, my job is challenging 1 2 3 4 5 6 7 
14. I get carried away when I'm working 1 2 3 4 5 6 7 
15 .  At my job, I am very resilient, mentally 1 2 3 4 5 6 7 
16. It is difficult to detach myself from my job 2 3 4 5 6 7 



















Alpha N of Items 
.963 1 7  
NORMALITY 
Descriptives 
Statistic Std. Error 
Operational Stress Mean 





5°/o Trimmed Mean 
Median 
Variance 











1 . 1 8 64 3  










Statistic Std. Error 
Organizational Stress Mean 
95% Confidence Interval for Lower Bound 
Mean Upper Bound 




























Work Engagement Mean 
95% Confidence Interval for Lower Bound 
Mean Upper Bound 


























Tests of Normality 
Kolrnoqorov-Srnimov" 
Statistic di Sig. Statistic 
Operational Stress .123 329 .000 .928 
----- 
Organizational Stress .129 329 .000 .930 
Work Engagement .059 329 .008 .977 










Freguency Percent Valid Percent Percent 
Valid Male 219 66.6 66.6 66.6 
Female 1 1 0  33.4 33.4 100.0 
Total 329 100.0 100.0 
Age 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid 18-24 11 3.3 3.3 3.3 
25-31 127 38.6 38.6 41.9 
31-36 157 47.7 47.7 89.7 
36-37 22 6.7 6.7 96.4 
37-older 12 3.6 3.6 100.0 
Total 329 100.0 100.0 
Level of Education 
Cumulative 
Frequency Percent Valid Percent Percent 
Valid Diploma 29 8.8 8.8 8.8 
Bachelor's Degree 281 85.4 85.4 94.2 
--- 
Master's Degress 19 5.8 5.8 100.0 
Total 329 100.0 100.0 
Marital Status 
Cumulative 
Frequency Percent Valid Percent Percent 
APPENDIX 
Valid Single 94 28.6 28.6 28.6 
Married 229 69.6 69.6 98.2 
Divorced 4 1.2 1.2 99.4 
Separated 2 .6 .6 100.0 
Total 329 100.0 100.0 
Department 
Cumulative 
Freguencx: Percent Valid Percent Percent 
Valid Mana ement 37 11.2 11.2 11 .2 
Special Branch 49 14.9 14.9 26.1 
Crime 81 24.6 24.6 50.8 
Narcotic Crime 38 11.6 11 .6 62.3 
Commercial Crime 37 11.2 11 .2 73.6 
- - 
Traffic,_ 40 12.2 12.2 85.7 
Community Policing and 15 4.6 4.6 90.3 
Crime Prevention 
lnt�y 7 2.1 2.1 92.4 
Strategic Resources and 14 4.3 4.3 96.7 
Tech!'olofill 
Public Order 11 3.3 3.3 100.0 
Total 329 100.0 100.0 
Serving Years 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid Below 5 years 127 38.6 38.6 38.6 
5-1 O years 127 38.6 38.6 77.2 
--- 
10-20 years 70 21.3 21.3 98.5 
Above 20 years 5 1.5 1.5 100.0 
-------- 
















days off (eg 












Valid 329 329 329 329 329 
Missin� ����-�0 �0�----�-0----�--0� 0_ 
4.7477 4.7994 4.9635 4.9331 4.9818 





Not enough time 
available to 
Managing your spend with 
Traumatic social life friends and Eating healthy at 
events outside of work family Papeiwork work 
329 329 329 329 329 
0 0 0 0 0 
4.7264 4.7112 5.0122 5.0122 4.5137 







Finding time to Occupational- understanding 
stay in good related health from family and 
physical Fatigue (shift issues (back friends about Making friends 
condition work, over time) pain) your work outside the job 
329 329 329 329 329 
o o 0 0 0 
4.5653 4.8815 4.8602 4.7568 4.6596 
- --- 
1.64432 1.55428 1.50969 1.61032 1.68374 
APPENDIX 
Statistics 
Upholding a Negative 
"higher image" comments from 
in public the public 
Limitations to 
your social life 





feel the effects 
Feeling like you of the stigma 
are always on associated with 



























Freguency Percent Valid Percent Percent 
Valid No Stress 15 4.6 4.6 4.6 
Sli ht!y Stressed 19 5.8 5.8 10.3 
Quite Stressed 29 8.8 8.8 19.1 
Moderate Stressed 63 19.1 19.1 38.3 
Realll Stressed 84 25.5 25.5 63.8 
Very Stressed 83 25.2 25.2 89.1 
A lot of Stressed 36 10.9 10.9 100.0 
Total 329 100.0 100.0 
Working alone at night 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 12 3.6 3.6 3.6 
Slightly Stressed 19 5.8 5.8 9.4 
-- - --- 
Quite Stressed 31 9.4 9.4 18.8 
---- ----- 
Moderate Stressed 56 17.0 17.0 35.9 
---  
Re_ally Stressed 86 26.1 26.1 62.0 
- ---- -- 
Very Stressed 93 28.3 28.3 90.3 
----- - 








Freguenc;t Percent Valid Percent Percent 
Valid No Stress 11 3.3 3.3 3.3 
Slightly Stressed 7 2.1 2.1 5.5 
Quite Stressed 28 8.5 8.5 14.0 
- - - --- 
Moderate Stressed 64 19.5 19.5 33.4 
-- - 
Rea_!!x Stressed 91 27.7 27.7 61.1 
V"!'i Stressed 83 25.2 25.2 86.3 
A lot of Stressed 45 13.7 13.7 100.0 
Total 329 100.0 100.0 
Risk of being injured on the job 
Cumulative 
Freguency Percent Valid Percent Percent 
.� 
Valid No Stress 9 2.7 2.7 2.7 
Slightl Stressed 18 5.5 5.5 8.2 
Quite Stressed 29 8.8 8.8 17.0 
- - - 
�oderate Stressed 57 17.3 17.3 34.3 
Reali!' �ressed 83 25.2 25.2 59.6 
Very_ Stressed 83 25.2 25.2 84.8 
A lot of Stressed 50 15.2 15.2 100.0 
Total 329 100.0 100.0 
Work related activities on days off (eg court, community events) 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 4 1.2 1.2 1.2 
Sliglitly Stressed 17 5.2 5.2 6.4 
Quite Stressed 27 8.2 8.2 14.6 
Moderate Stressed 58 17.6 17.6 32.2 
Rea!!), Stressed 98 29.8 29.8 62.0 
Vf!..'Y Stressed 77 23.4 23.4 85.4 
A lot of Stressed 48 14.6 14.6 100.0 




Freguency Percent Valid Percent Percent 
Valid No Stress 19 5.8 5.8 5.8 
Slightly Stressed 10 3.0 3.0 8.8 
--- -· 
Quite Stressed 32 9.7 9.7 18.5 
Moderate Stressed 57 17.3 17.3 35.9 
_Really Stressed 106 32.2 32.2 68.1 
Very Stressed 73 22.2 22.2 90.3 
A lot of Stressed 32 9.7 9.7 100.0 
Total 329 100.0 100.0 
Managing your social life outside of work 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 14 4.3 4.3 4.3 
Sligh ti Stressed 23 7.0 7.0 11 .2 
Quite Stressed 34 10.3 10.3 21.6 
Moderate Stressed 60 18.2 18.2 39.8 
Really Stressed 82 24.9 24.9 64.7 
Very_ Stressed 74 22.5 22.5 87.2 
A lot of Stressed 42 12.8 12.8 100.0 
Total 329 100.0 100.0 
Not enough time available to spend with friends and family 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid No Stress 8 2.4 2.4 2.4 
SJ.i.g�tly_ Stressed 16 4.9 4.9 7.3 
Quite Stressed 29 8.8 8.8 16.1 
Moderate Stressed 52 15.8 15.8 31.9 
Really Stressed 87 26.4 26.4 58.4 
Very_ Stressed 80 24.3 24.3 82.7 
A lot of Stressed 57 17.3 17.3 100.0 




Freguenc:t Percent Valid Percent Percent 
Valid No Stress 9 2.7 2.7 2.7 
Slightly Stressed 17 5.2 5.2 7.9 
Quite Stressed 30 9.1 9.1 17.0 
Moderate Stressed 54 16.4 16.4 33.4 
Rea.!.!)0tresseQ_ 74 22.5 22.5 55.9 
Very Stressed 85 25.8 25.8 81.8 
A lot of Stressed 60 18.2 18.2 100.0 
Total 329 100.0 100.0 
Eating healthy at work 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid No Stress 26 7.9 7.9 7.9 
S�9.htly S!!"ess_ed 26 7.9 7.9 15.8 
Quite Stressed 35 10.6 10.6 26.4 
Moderate Stressed 62 18.8 18.8 45.3 
Really Stressed 68 20.7 20.7 66.0 
V� Stressed 70 21.3 21.3 87.2 
A lot of Stressed 42 12.8 12.8 100.0 
Total 329 100.0 100.0 
Finding time to stay in good physical condition 
Cumulative 
Freguenc� Percent Valid Percent Percent 
Valid No Stress 19 5.8 5.8 5.8 
Sl!ghtly �e�sed 21 6.4 6.4 12.2 
-- 
Quite Stressed 44 13.4 13.4 25.5 
Moderate Stressed 58 17.6 17.6 43.2 
Really Stressed 85 25.8 25.8 69.0 
-- 
Very Stressed 62 18.8 18.8 87.8 
A lot of Stressed 40 12.2 12.2 100.0 
Total 329 100.0 100.0 
APPENDIX 
Fatigue (shift work, over time) 
Cumulative 
Freguenct Percent Valid Percent Percent 
Valid No Stress 10 3.0 3.0 3.0 
S!!ghtly Stressed 17 5.2 5.2 8.2 
Quite Stressed 35 10.6 10.6 18.8 
Moderate Stressed 58 17.6 17.6 36.5 
Really Stressed 82 24.9 24.9 61.4 
Very Stressed 74 22.5 22.5 83.9 
A lot of Stressed 53 16.1 16.1 100.0 
Total 329 100.0 100.0 
Occupational-related health issues (back pain) 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 1 1  3.3 3.3 3.3 
Slightly Stressed 16 4.9 4.9 8.2 
Quite Stressed 29 8.8 8.8 17.0 
Moderate Stressed 62 18.8 18.8 35.9 
Rea_!!}, Stressed 90 27.4 27.4 63.2 
---- 
Very Stressed 76 23.1 23.1 86.3 
A lot of Stressed 45 13.7 13.7 100.0 
Total 329 100.0 100.0 
Lack of understanding from family and friends about your work 
Cumulative 
Freguenct Percent Valid Percent Percent 
Valid No Stress 13 4.0 4.0 4.0 
----- 
Slightly Stressed 23 7.0 7.0 10.9 
Quite Stressed 29 8.8 8.8 19.8 
Moderate Stressed 68 20.7 20.7 40.4 
Really Stressed 81 24.6 24.6 65.0 
Very Stressed 63 19.1 19.1 84.2 
---- 
A lot of Stressed 52 15.8 15.8 100.0 
Total 329 100.0 100.0 
APPENDIX 
Making friends outside the job 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 21 6.4 6.4 6.4 
--- - 
Slightly Stressed 24 7.3 7.3 13.7 
--- -- - 
Quite Stressed 33 10.0 10.0 23.7 
---- 
Moderate Stressed 50 15.2 15.2 38.9 
Reali¥_ Stressed 78 23.7 23.7 62.6 
Very Stressed 86 26.1 26.1 88.8 
A lot of Stressed 37 11 .2 11.2 100.0 
Total 329 100.0 100.0 
Upholding a "higher image" in public 
Cumulative 
Freguenc;t Percent Valid Percent Percent 
Valid No Stress 17 5.2 5.2 5.2 
Sli_\Jhtly Stressed 22 6.7 6.7 11 .9 
Quite Stressed 29 8.8 8.8 20.7 
Moderate Stressed 49 14.9 14.9 35.6 
Really Stressed 80 24.3 24.3 59.9 
--- 
V'!!Y_ Stressed 85 25.8 25.8 85.7 
A lot of Stressed 47 14.3 14.3 100.0 
Total 329 100.0 100.0 
Negative comments from the public 
Cumulative 
Freguencl Percent Valid Percent Percent 
Valid No Stress 8 2.4 2.4 2.4 
Slighlll Stressed 16 4.9 4.9 7.3 
--- 
Quite Stressed 48 14.6 14.6 21.9 
Moderate Stressed 47 14.3 14.3 36.2 
Really Stressed 75 22.8 22.8 59.0 
Very Stressed 75 22.8 22.8 81.8 
A lot of Stressed 60 18.2 18.2 100.0 
Total 329 100.0 100.0 
APPENDIX 
Limitations to your social life (eg who your friends are, where you 
socialize) 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 9 2.7 2.7 2.7 
Slightly Stressed 19 5.8 5.8 8.5 
- -  
Quite Stressed 40 12.2 12.2 20.7 
Moderate Stressed 46 14.0 14.0 34.7 
- -- 
Really Stressed 70 21.3 21.3 55.9 
Very..§tressed 81 24.6 24.6 80.5 
A lot of Stressed 64 19.5 19.5 100.0 
Total 329 100.0 100.0 
Feeling like you are always on the job 
Cumulative 
Frequency Percent Valid Percent Percent 
Valid No Stress 6 1.8 1.8 1.8 
Slightly Stressed 22 6.7 6.7 8.5 
Quite Stressed 33 10.0 10.0 18.5 
Moderate Stressed 48 14.6 14.6 33.1 
- -- 
Really Stressed 61 18.5 18.5 51.7 
Very_ Stressed 77 23.4 23.4 75.1 
A lot of Stressed 82 24.9 24.9 100.0 
Total 329 100.0 100.0 
Friends/family feel the effects of the stigma associated with your job 
Cumulative 
Freguencx: Percent Valid Percent Percent 
Valid No Stress 8 2.4 2.4 2.4 
Slightly Stressed 22 6.7 6.7 9.1 
----- 
Quite Stressed 38 11.6 11 .6 20.7 
Moderate Stressed 48 14.6 14.6 35.3 
Really Stressed 54 16.4 16.4 51.7 
Very Stressed 64 19.5 19.5 71.1 
A lot of Stressed 95 28.9 28.9 100.0 




















































Lack of training pressure to 
Bureaucratic red Too much on new volunteer free 
Staff shortages tape comeuter works eguiement time 
N Valid 329 329 329 329 329 
Missing 0 0 0 0 0 
Mean 5.0578 4.8450 4.7447 4.7599 4.8511 
Std. Deviation 1.51205 1.43465 1.53273 1.58310 1.48334 
Statistics 
If you a re sick or 
injured your co- 
Unequal sharing workers seem to 
Dealing with Inconsistent Lack of of work look down on 
sueervisors leadership st�le resources reseonsibilities you 
N Valid 329 329 329 329 329 
Missing 0 0 0 0 0 
Mean 4.9544 4.9939 5.0638 4.9878 4.7690 
Std. Deviation 1.54635 1.49999 1.50169 1.44403 1.56607 
APPENDIX 
Statistics 
Leaders over The need to be 
emphasis the Interval Dealing the accountable for 
negatives investigation court system doing your job 
N Valid 329 329 329 329 
Missing 0 0 0 0 
Mean 4.8389 4.644 4.3982 4.7660 
Std. Deviation 1.51463 1.6149 1.84691 1.62955 
Dealing with co-workers 
Cumulative 
Freguencl'. Percent Valid Percent Percent 
Valid No Stress 23 7.0 7.0 7.0 
Sl�htly_�res�ed 24 7.3 7.3 14.3 
Quite Stressed 27 8.2 8.2 22.5 
-- -- 
Moderate Stressed 62 18.8 18.8 41.3 
Really Stressed 76 23.1 23.1 64.4 
Very Stress_ed 88 26.7 26.7 91.2 
A lot of Stressed 29 8.8 8.8 100.0 
Total 329 100.0 100.0 
The feeling that different rules apply to different people 
Cumulative 
Freguenc::t Percent Valid Percent Percent 
Valid No Stress 9 2.7 2.7 2.7 
Slightly Stressed 18 5.5 5.5 8.2 
Quite Stressed 32 9.7 9.7 17.9 
Moderate Stressed 59 17.9 17.9 35.9 
Really Stressed 90 27.4 27.4 63.2 
Very Stressed 70 21.3 21.3 84.5 
A lot of Stressed 51 15.5 15.5 100.0 
------- 








Feeling like you always have to prove yourself to the organization 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 7 2.1 2.1 2.1 
Slightly Stressed 15 4.6 4.6 6.7 
Quite Stressed 39 11 .9  11 .9 18.5 
Moderate Stressed 60 18.2 18.2 36.8 
Really Stressed 80 24.3 24.3 61.1 
Very_ Stressed 98 29.8 29.8 90.9 
A tot of Stressed 30 9.1 9.1 100.0 
Total 329 100.0 100.0 
Excessive administrative duties 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 8 2.4 2.4 2.4 
Slightly Stressed 22 6.7 6.7 9.1 
Quite Stress_ed 29 8.8 8.8 17.9 
Moderate Stressed 48 14.6 14.6 32.5 
- - 
Really Stressed 96 29.2 29.2 61.7 
Very Str_essed 88 26.7 26.7 88.4 
A tot of Stressed 38 1 1 .6  11 .6 100.0 
Total 329 100.0 100.0 
Constant changes in policy/legislation 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid No Stress 5 1.5 1.5 1.5 
Slightly Stressed 17 5.2 5.2 6.7 
Quite Stressed 35 10.6 10.6 17.3 
---- 
Moderate Stressed 64 19.5 19.5 36.8 
Realty Stressed 92 28.0 28.0 64.7 
Ver:t_ Stressed 75 22.8 22.8 87.5 
--- 
A tot of Stressed 41 12.5 12.5 100.0 




Freguencl'. Percent Valid Percent Percent 
Valid No Stress 8 2.4 2.4 2.4 
Slightly Stressed 15 4.6 4.6 7.0 
---- 
Quite Stressed 28 8.5 8.5 15.5 
Moderate Stressed 54 16.4 16.4 31.9 
Rea II Stressed 76 23.1 23.1 55.0 
Very Stressed 90 27.4 27.4 82.4 
A lot of Stressed 58 17.6 17.6 100.0 
Total 329 100.0 100.0 
Bureaucratic red tape 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid No Stress 6 1.8 1.8 1.8 
Slightly Stressed 19 5.8 5.8 7.6 
Quite Stressed 32 9.7 9.7 17.3 
Moderate Stressed 62 18.8 18.8 36.2 
Real I Stressed 89 27.1 27.1 63.2 
Very §tressed 86 26.1 26.1 89.4 
A lot of Stressed 35 10.6 10.6 100.0 
Total 329 100.0 100.0 
Too much computer works 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 10 3.0 3.0 3.0 
--- 
Slig_btly �ressed 22 6.7 6.7 9.7 
Quite Stressed 34 10.3 10.3 20.1 
Moderate Stressed 65 19.8 19.8 39.8 
Reall�ressed 82 24.9 _ 24.9 64.7 
Very Stressed 77 23.4 23.4 88.1 
A lot of Stressed 39 11 .9 1 1 .9  100.0 
Total 329 100.0 100.0 
APPENDIX 
Lack of training on new equipment 
Cumulative 
Freguenct Percent Valid Percent Percent 
Valid No Stress 10 3.0 3.0 3.0 
Slightly Stressed 23 7.0 7.0 10.0 
Quite Stressed 41 12.5 12.5 22.5 
------- -- 
Moderate Stressed 58 17.6 17.6 40.1 
Really Stressed 68 20.7 20.7 60.8 
Vert Stressed 88 26.7 26.7 87.5 
A lot of Stressed 41 12.5 12.5 100.0 
Total 329 100.0 100.0 
Perceived pressure to volunteer free time 
Cumulative 
Freguenct Percent Valid Percent Percent 
Valid No Stress 6 1.8 1.8 1.8 
Slightly Stressed 20 6.1 6.1 7.9 
Quite Stressed 35 10.6 10.6 18.5 
Moderate Stressed 59 17.9 17.9 36.5 
- - - 
Really Stressed 90 27.4 27.4 63.8 
Very_ Str�ssed 74 22.5 22.5 86.3 
A lot of Stressed 45 13.7 13.7 100.0 
- - -  
Total 329 100.0 100.0 
Dealing with supervisors 
Cumulative 
Freguencl'. Percent Valid Percent Percent 
Valid No Stress 6 1.8 1.8 1.8 
Slightly Stressed 24 7.3 7.3 9.1 
Quite Stressed 35 10.6 10.6 19.8 
Moderate Stressed 45 13.7 13.7 33.4 
13.eally Stressed 69 12..Q_ 21.0 54.4 
--- 
Very Stressed 104 31.6 31.6 86.0 
A lot of Stressed 46 14.0 14.0 100.0 
Total 329 100.0 100.0 
APPENDIX 
� 
Inconsistent leadership style 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid No Stress 6 1.8 1.8 1.8 
Slightly Stressed 17 5.2 5.2 7.0 
Quite Stressed 37 11 .2  11 .2 18.2 
Moderate Stressed 45 13.7 13.7 31.9 
---- - ----- 
Really Stressed 84 25.5 25.5 57.4 
VeryStre�d 88 26.7 26.7 84.2 
A lot of Stressed 52 15.8 15.8 100.0 
Total 329 100.0 100.0 
Lack of resources 
Cumulative 
Freguenc;t Percent Valid Percent Percent 
Valid No Stress 6 1.8 1.8 1.8 
Slightly Stressed 20 6.1 6.1 7.9 
Quite Stressed 27 8.2 8.2 16.1 
Moderate Stressed 42 12.8 12.8 28.9 
- -  -- 
Really Stressed 90 27.4 27.4 56.2 
Very Stressed 87 26.4 26.4 82.7 
A lot of Stressed 57 17.3 17.3 100.0 
Total 329 100.0 100.0 
Unequal sharing of work responsibilities 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid No Stress 3 .9 .9 .9 
Slightly Stressed 20 6.1 6.1 7.0 
Quite Stressed 32 9.7 9.7 16.7 
Moderate Stressed 52 15.8 15.8 32.5 
- -- 
� 
Really Stressed 84 25.5 25.5 58.1 
--- 
Very_ Stressed 92 28.0 28.0 86.0 
A lot of Stressed 46 14.0 14.0 100.0 
- 
Total 329 100.0 100.0 
APPENDIX 
If you are sick or injured your co-workers seem to look down on you 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 17 5.2 5.2 5.2 
- - -  
Slightly Stressed 1 1  3.3 3.3 8.5 
Quite Stressed 36 10.9 10.9 19.5 
Moderate Stressed 64 19.5 19.5 38.9 
Really Stressed 81 24.6 24.6 63.5 
Very_ Stressed 79 24.0 24.0 87.5 
A lot of Stressed 41 12.5 12.5 100.0 
Total 329 100.0 100.0 
Leaders over emphasis the negatives 
Cumulative 
Frequenct Percent Valid Percent Percent 
Valid No Stress 7 2.1 2.1 2.1 
Sli htl Stressed 24 7.3 7.3 9.4 
Quite Stressed 30 9.1 9.1 18.5 
Moderate Stressed 60 18.2 18.2 36.8 
--- 
Really Stressed 84 25.5 25.5 62.3 
Ver:t Stressed 81 24.6 24.6 86.9 
A lot of Stressed 43 13.1 13.1 100.0 
Total 329 100.0 100.0 
Interval investigation 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid No Stress 13 4.0 4.0 4.0 
Slightly Stressed 28 8.5 8.5 12.5 
Quite Stressed 39 11 .9 11 .9  24.3 
Moderate Stressed 56 17.0 17.0 41.3 
- -- 
Re� Stressed 76 23.1 23.1 64.4 
Very Stressed 81 24.6 24.6 89.1 
A lot of Stressed 36 10.9 10.9 100.0 
Total 329 100.0 100.0 
APPENDIX 
Dealing the court system 
Cumulative 
Freguenct Percent Valid Percent Percent 
� 
Valid No Stress 37 11 .2 11 .2  11 .2 
--- 
Slightly Stressed 25 7.6 7.6 18.8 
Quite Stressed 37 11 .2 11 .2 30.1 
Moderate Stressed 50 15.2 15.2 45.3 
Really Stressed 68 20.7 20.7 66.0 
Very Stressed 75 22.8 22.8 88.8 
A lot of Stressed 37 11 .2 11 .2  100.0 
Total 329 100.0 100.0 
The need to be accountable for doing your job 
Cumulative 
Freguenc� Percent Valid Percent Percent 
Valid No Stress 15 4.6 4.6 4.6 
_§lightly S�ssed 24 7.3 7.3 11.9 
Quite Stressed 29 8.8 8.8 20.7 
Moderate Stressed 55 16.7 16.7 37.4 
Real!.)'. Stressed 85 25.8 25.8 63.2 
Very Stressed 74 22.5 22.5 85.7 
A lot of Stressed 47 14.3 14.3 100.0 
Total 329 100.0 100.0 
Inadequate equipment 
Cumulative 
Freguenc� Percent Valid Percent Percent 
Valid No Stress 14 4.3 4.3 4.3 
Sli£12!1.Y Stressed 1 1  3.3 3.3 7.6 
------ 
Quite Stressed 31 9.4 9.4 17.0 
Moderate Stressed 54 16.4 16.4 33.4 
Really Stressed 76 23.1 23.1 56.5 
Very Stressed 92 28.0 28.0 84.5 
A lot of Stressed 51 15.5 15.5 100.0 

















I find the work 
At my work, I feel that I do full of 
bursting with meaning and Time flies when 
energy purpose I'm working 
329 329 329 
0 0 0 
4.5076 4.4043 4.7872 
1.56391 1.65577 1.66849 
When I am 
At my job, I feel working, I forget 
strong and I am enthusiastic everything else 
vigorous about my job around me 
329 329 329 
0 0 0 
4.5836 4.3982 4.4134 
1.53610 1.56645 1.73889 
Statistics 
When I get up in I can continue 
the morning, I I feel happy I am involved working for every 
My job inspires feel like going to when I am I am proud on oneself deeply in long periods at a 
me work working intensely the work that I do my work time 
N Valid 329 329 329 329 329 329 
Missing 0 0 0 0 0 0 
Mean 4.5410 4.3647 4.4772 4.8116 4.6170 4.3404 






At my work I 
always 
I get carried At my job, I am It is difficult to preserve, even 
To me, my job is away when I'm very resilient. detach myself when things do 
challenging working mentally from my job not go well 
329 329 329 329 329 
0 0 0 0 0 
4.7964 4.6018 4.4225 4.3921 4.4833 
--- 
1.65035 1.56256 1.62514 1.58539 1.72867 
APPENDIX 
At my work, I feel bursting with energy 
Cumulative 
Freguenc;t Percent Valid Percent Percent 
Valid Never 10 3.0 3.0 3.0 
Almost Never 24 7.3 7.3 10.3 
---- 
Rarely 57 17.3 17.3 27.7 
Sometimes 72 21.9 21.9 49.5 
Often 65 19.8 19.8 69.3 
Very Often 66 20.1 20.1 89.4 
Always 35 10.6 10.6 100.0 
Total 329 100.0 100.0 
I find the work that I do full of meaning and purpose 
Cumulative 
Freguenc;t Percent Valid Percent Percent 
Valid Never 21 6.4 6.4 6.4 
Almost Never 22 6.7 6.7 13.1 
Rarely 47 14.3 14.3 27.4 
Sometimes 83 25.2 25.2 52.6 
Often 65 19.8 19.8 72.3 
Very_ Often 51 15.5 15.5 87.8 
Alv,,ays 40 12.2 12.2 100.0 
Total 329 100.0 100.0 
Time flies when I'm working 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid Never 6 1.8 1.8 1.8 
Almost Never 32 9.7 9.7 11 .6  
Rarely 40 12.2 12.2 23.7 
Sometimes 63 19.1 19.1 42.9 
--- 
Often 59 17.9 17.9 60.8 
- - -  
Very Often 65 19.8 19.8 80.5 
---- 
Always _M_ _ �  19.5 100.0 
---- -- 
Total 329 100.0 100.0 
APPENDIX 
At my job, I feel strong and vigorous 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid Never 9 2.7 2.7 2.7 
- - -- ---- 
Almost Never 23 7.0 7.0 9.7 
- - -  
Rarely 53 16.1 16.1 25.8 
Sometimes 63 19.1 19.1 45.0 
Often 78 23.7 23.7 68.7 
Very_Often 69 21.0 21.0 89.7 
Al�ys 34 10.3 10.3 100.0 
Total 329 100.0 100.0 
I am enthusiastic about my job 
Cumulative 
Freguenc� Percent Valid Percent Percent 
Valid Never 13 4.0 4.0 4.0 
Almost Never 34 10.3 10.3 14.3 
Ra rel)'. 40 12.2 12.2 26.4 
Sometimes 79 24.0 24.0 50.5 
Often 76 23.1 23.1 73.6 
v"!:i. Often 59 17.9 17.9 91.5 
Always 28 8.5 8.5 100.0 
Total 329 100.0 100.0 
When I am working, I forget everything else around me 
Cumulative 
Freguenc� Percent Valid Percent Percent 
Valid Never 24 7.3 7.3 7.3 
Almost Never 30 9.1 9.1 16.4 
R!Jrely 40 12.2 12.2 28.6 
Sometimes 68 20.7 20.7 49.2 
Often 67 20.4 20.4 69.6 
Very Often 59 17.9 17.9 87.5 
Always 41 12.5 12.5 100.0 
- -  ---- 
Total 329 100.0 100.0 
APPENDIX 
My job inspires me 
Cumulative 
Freguenc:r Percent Valid Percent Percent 
Valid Never 17 5.2 5.2 5.2 
Almost Never 14 4.3 4.3 9.4 
Rare I 58 17.6 17.6 27.1 
Sometimes 74 22.5 22.5 49.5 
Often 64 19.5 19.5 69.0 
- 
.::!_ery_ Often 55 16.7 16.7 85.7 
Al�ys 47 14.3 14.3 100.0 
Total 329 100.0 100.0 
When I get up in the morning, I feel like going to work 
Cumulative 
Freguenc:r Percent Valid Percent Percent 
Valid Never 25 7.6 7.6 7.6 
Almost Never 23 7.0 7.0 14.6 
Rarely 43 13.1 13.1 27.7 
Sometimes 80 24.3 24.3 52.0 
Often 67 20.4 20.4 72.3 
Very Qften 56 17.0 17.0 89.4 
Always_ 35 10.6 10.6 100.0 
Total 329 100.0 100.0 
I feel happy when I am working intensely 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid Never 10 3.0 3.0 3.0 
Almost Never 30 9.1 9.1 12.2 
Rarely 47 14.3 14.3 26.4 
Sometimes 67 20.4 20.4 46.8 
Often 86 26.1 26.1 72.9 
V'!_ry Often 59 17.9 17.9 90.9 
Always 30 9.1 9.1 100.0 
Total 329 100.0 100.0 
APPENDIX. 
I  am proud on the work that I do 
Cumulative 
Freguency Percent Valid Percent Percent 
Valid Never 9 2.7 2.7 2.7 
Almost Never 16 4.9 4.9 7.6 
Rare� 36 10.9 10.9 18.5 
Sometimes 75 22.8 22.8 41.3 
Often 76 23.1 23.1 64.4 
Very Often 65 19.8 19.8 84.2 
Always 52 15.8 15.8 100.0 
Total 329 100.0 100.0 
I am involved oneself deeply in my work 
Cumulative 
Freguenct Percent Valid Percent Percent 
Valid Never 10 3.0 3.0 3.0 
Almost Never 21 6.4 6.4 9.4 
Rarely 47 14.3 14.3 23.7 
Sometimes 69 21.0 21.0 44.7 
Often 73 22.2 22.2 66.9 
Very Often 78 23.7 23.7 90.6 
Always 31 9.4 9.4 100.0 
Total 329 100.0 100.0 
I can continue working for every long periods at a time 
Cumulative 
Freguenct: Percent Valid Percent Percent 
Valid Never 26 7.9 7.9 7.9 
Almost Never 16 4.9 4.9 12.8 
Rarely 58 17.6 17.6 30.4 
Sometimes 73 22.2 22.2 52.6 
Often 63 19.1 19.1 71.7 ----- 
Very Often 62 18.8 18.8 90.6 
Always 
- - -  
31 9.4 - �  100.0 
Total 329 100.0 100.0 
APPENDIX 
To me, my job is challenging 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid Never 10 3.0 3.0 3.0 
Almost Never 21 6.4 6.4 9.4 
Ra�ly 45 13.7 13.7 23.1 
Sometimes 61 18.5 18.5 41.6 
Often 70 21.3 21.3 62.9 
Very Oft�n 57 17.3 17.3 80.2 
Always 65 19.8 19.8 100.0 
Total 329 100.0 100.0 
I get carried away when I'm working 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid Never 1 1  3.3 3.3 3.3 
Almost Never 20 6.1 6.1 9.4 
--- 
�y 55 16.7 16.7 26.1 
Sometimes 59 17.9 17.9 44.1 
- -- 
Often 80 24.3 24.3 68.4 
Ve Often 66 20.1 20.1 88.4 
Always 38 11 .6 11 .6 100.0 
Total 329 100.0 100.0 
At my job, I am very resilient, mentally 
Cumulative 
Freguenc:t Percent Valid Percent Percent 
Valid Never 16 4.9 4.9 4.9 
Almost Never 32 9.7 9.7 14.6 
Rarely 47 14.3 14.3 28.9 
----- 
Sometimes 59 17.9 17.9 46.8 
Often 83 25.2 25.2 72.0 
Very Often 61 18.5 18.5 90.6 
Always 31 9.4 9.4 100.0 
Total 329 100.0 100.0 
APPENDIX 
It is difficult to detach myself from my job 
Cumulative 
Freguenc� Percent Valid Percent Percent 
Valid Never 1 1  3.3 3.3 3.3 
- ------ --- 
Almost Never 35 10.6 10.6 14.0 
Rar�ly 56 17.0 17.0 31.0 
Sometimes 58 17.6 17.6 48.6 
Often 77 23.4 23.4 72.0 
V'!.._ry_ Often 65 19.8 19.8 91.8 
Alwa\'? 27 8.2 8.2 100.0 
Total 329 100.0 100.0 
At my work I always preserve, even when things do not go well 
Cumulative 
Freguenc� Percent Valid Percent Percent 
Valid Never 19 5.8 5.8 5.8 
Almost Never 32 9.7 9.7 15.5 
Rarely 43 13.1 13.1 28.6 
Sometimes 61 18.5 18.5 47.1 
Often 72 21.9 21.9 69.0 
Ve Often 55 16.7 16.7 85.7 
--- 
Al','.!'".l'_S 47 14.3 14.3 100.0 














Pearson Correlation .841"' 
Sig. (2-tai�d) .000 
N 329 
Pearson Correlation -.167"" 





























a. Predictors: (Constant), Operational Stress 
ANOVA" 
Model Sum of Squares di Mean Square F Sig. 
�egressio� 13.186 1 3 . 1 8 6  9.401 .002' 
Residual 458.655 327 1.403 
Total 471.840 328 
a. Dependent Variable: Work Engagement 





























Std. Error of the 
Estimate 
1 . 1 8 1 7 6  
Model Summary 
Adjusted R 
a. Predictors: (Constant), Organizational Stress 
ANOVA' 
Model Sum of Squares df Mean Sguare F Sig. 
Regression 15.163 15.163 10.857 .001° 
Residual 456.678 327 1.397 
Total 471.840 328 
a. Dependent Variable: Work Engagement 





















a. Dependent Variable: Work Engagement 
